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National Park Service 

Visitor and Resource Protection 

Education and Training Needs Assessment 

 

Introduction 

In an effort to evaluate and monitor organizational learning, the National Park Service 

(NPS) has periodically assessed its various occupational specialties by examining the education 

and training needs of its employees in accordance with recognized best practices.  Typically, this 

has been accomplished by analyzing the competencies important to successfully addressing 

specific job duties, then assessing how well prepared employees are in fulfilling those duties.  

These efforts have produced the additional value of having employees examine the competencies 

needed in a changing organization under constantly evolving societal, environmental, fiscal, 

political, etc., conditions.  Subject matter experts (SMEs) reviewed and updated (and sometimes 

developed for the first time) the competencies needed to perform at the highest levels. 

The Training Manager for Visitor and Resource Protection (VRP), within the NPS Office 

of Learning and Development, in collaboration with Clemson University, completed an 

assessment of training and education of employees throughout the NPS who have responsibilities 

in the area of VRP.  It is important to note that this is the first comprehensive training needs 

assessment done for all the career disciplines within the branch of Visitor and Resource 

Protection.  VRP is a major National Park Service occupational branch and therefore, this 

endeavor was a large undertaking. 

The intention of defining technical competencies for all career disciplines within VRP 

was to have a menu of options to apply to the unique circumstance within each park unit and 

each job responsibility. This allows the employee, supervisor, and manager to target the 

competencies applicable to their situation.  The needs assessment clarifies the most important 

training gaps and assists managers on where to spend precious funding and other resources for 

employee development. 
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Background  

In January of 2012, a team began a process of identifying technical competencies for all 

occupations within the Visitor and Resource Protection (VRP) career field.  These professionals 

were the primary advisors to the training manager responsible for VRP employee development.  

The VRP Training Manager, Demica Vigil, and her advisors began to assemble a group of 

subject matter experts (SMEs) representing the various career occupations within VRP: law 

enforcement, emergency services, wilderness management, wildland fire and aviation, structural 

fire, special park uses, regulations, employee risk management, and public health.  The team also 

had NPS representatives from the three sister training centers, namely the Federal Law 

Enforcement Training Center (FLETC), National Interagency Fire Center (NIFC), and the Arthur 

Carhart National Wilderness Training Center (Carhart).  

In May of 2012, a collection of subject matter experts from across the National Park 

Service joined professionals from the Stephen T. Mather Training Center and Clemson 

University to assemble comprehensive technical competencies describing what is required to 

successfully perform the variety of jobs within the VRP ranks.  Over the next year these SMEs 

and advisors condensed and refined the comprehensive list resulting in the focused survey 

questions within the VRP Needs Assessment.  This produced a more manageable list of 

competencies to be used in the survey. 

The VRP Needs Assessment was addressed to Visitor and Resource Protection 

employees within the NPS and was conducted from September 3, 2013 to October 2, 2013.  An 

online survey instrument was sent to all 3,150 NPS employees identified in the NPS human 

resource database (FPPS) or as requested by individuals having VRP duties.  It included a list of 

87 specific technical competency items depicting various aspects of being a professional Visitor 

and Resource Protection employee (the survey consisted of a total of 135 questions, including 

open-ended and demographic questions). 
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Methods 

Study Purpose  

The purpose of this study was to:   

(a) Establish baseline competencies to perform satisfactorily at various levels within the 

organization;  

(b) Assess the importance of these competencies to the performance of each employee, 

given their present position;  

(c) Assess the level of preparedness of employees to perform these competencies; and, 

(d) Determine the gaps existing between the importance assigned to, and perceived 

preparation to perform, each competency.   

This produced a diagnostic measure from which to prioritize the development of content and 

delivery of training and education platforms. 

Research Design 

This study is unique in that it was designed as a census of the entire population of VRP 

employees within the NPS, rather than a study of a “sample” of VRP employees. A cover letter 

and online survey instrument was sent to all identified 3,150 NPS employees with VRP duties in 

the fall of 2013.   

Competency Development 

Over a period of 18 months beginning in May, 2012, a team of VRP subject matter 

experts developed a three-level framework from which to analyze VRP competencies
1
.  As can 

be seen in Figure 1, there are three cascading levels of competencies, ranging from broad to 

specific. These start with the overarching Essential Core Competencies which require a basic 

awareness level of knowledge by all VRP employees.  Next, the competencies were grouped into 

components within each core competency or what are referred to as Sub-Core Competencies.  

These may be particular to a park or specific job duty. The third level is the listing of all specific 

Technical Competencies, which break down into detailed knowledge, skills, abilities or 

                                                 
1
 A comprehensive framework of over 1,000 technical competencies was initially developed by SMEs.  The graphic 

describing this framework is included as Appendix A.  The three-level framework of VRP competencies used in this 

study was drawn from this. 
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behaviors which define successful performance; again, these are often particular to a park unit 

and specific job responsibility. Appendix A shows the full scope of the comprehensive list of 

Core, Sub-Core, and Technical competencies originally defined by the SMEs. 

 

Figure 1. Three-Level Competency Framework for Visitor and Resource Protection 

  

Essential Core 

Competencies (9) 

Sub-Core Competencies defined 

under each Core Competency (15) 

Technical Competencies (87) 

(Knowledge, skills, abilities and behaviors) 
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Essential Core Competencies 

In total, nine (9) core competencies were identified.  They were:  

 Law Enforcement 

 Resource Protection 

 Emergency Management 

 Visitor and Employee Health and Safety 

 Leadership 

 Visitor Service and Public Use Management 

 Project/Program Management 

 Wildland Fire and Aviation Management 

 Structural Fire 

The essential core competencies were adopted as baseline requirements for all VRP 

employees at a minimum of an awareness proficiency level. The Comprehensive List of VRP 

Competencies and SMEs involved in their development are provided in Appendices A and C. 

These competencies serve as the basis for employee development and describe an effective and 

successful employee in the VRP career field within the National Park Service.   

NOTE:  The “fee collection occupation field” was originally viewed as part of VRP under the Visitor 

Service and Public Use Management core competency.  Upon further review by fee collection SMEs, 

there was a distinction made between official policy direction and park operations.  Policy direction 

comes out of the WASO Business Services Directorate; however, many, but not all fee collectors are 

organizationally supervised by VRP personnel.  The Fee Collection SMEs requested the alignment of fee 

collection to follow the WASO Business Services Directorate and therefore these competencies were 

removed from this VRP needs assessment effort.   

Sub-Core Competencies 

Since training for three of the nine core competencies is the responsibility of sister 

training agencies (FLETC, NIFC, and Carhart), technical competencies aggregated under these 

core competencies were not included in this assessment.  From the six remaining essential core 

competencies, SMEs identified a framework of 15 sub-core competencies (see Fig. 1).  They 

were: 
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 Natural and Cultural Resource Protection  

 Backcountry Management 

 Incident Management 

 Emergency Medical Services 

 Search and Rescue 

 Emergency Communications and Dispatching 

 Public Health 

 Visitor Safety 

 Employee Safety 

 Employee Health and Wellness 

 Leadership 

 Special Park Use Management 

 NPS Regulations 

 Project Management 

 Use and Management of Technology 

Technical Competencies 

From these 15 sub-core competencies, 87 technical competencies (knowledge, skills, 

abilities or behaviors) were systematically honed by SMEs so that questions could be developed 

and compiled to use in the online survey instrument.  This honing process used a series of 

competency filters to focus the survey questions thereby creating a more succinct instrument.  

Instrument Development 

Using the list of competencies developed by the SMEs, an online survey instrument was 

developed by researchers at Clemson University, in collaboration with the VRP training 

manager.  Four different beta-tests of the survey were conducted. Kim Watson, a former 

National Park Service employee and Advisory Committee member, ran the first full length 

instrument beta test.  A dual beta test was then undertaken analyzing two different survey 

formats; these were completed by Molly Russell, Cultural Resource Stewardship and John 

Bryant, Employee Development Officer.  After reaching consensus on the best format, the 

revised instrument was tested by 10 students in a Pro-ranger program in San Antonio, Texas, and 
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two instructors in Flagstaff at the Northern Arizona University Park Ranger Training Program 

(PRTP). After final modifications, which included the addition of “skip” features, the instrument 

was tested by 11 members and affiliates of the Visitor and Resource Protection Advisory 

Committee.  During the development and testing period, the VRP training manager and Clemson 

partners briefed the Associate Director as well as the National Ranger Council.  See Appendix C 

for a list of beta test participants.  

The final instrument included 18 different batteries of questions, including an overall 

assessment of the importance of the nine (9) core competencies, an in-depth assessment of the 

fifteen (15) sub-core competencies, and specific assessment of eighty-seven (87) technical 

competencies.  In order to reduce respondent fatigue and improve response rates, “skip” features 

were utilized in the survey instrument that allowed participants to concentrate only on those 

competencies that they deemed to be highly important to their current positions.   

Data Collection 

The survey targeted the entire population of employees with VRP duties, estimated to be 

a minimum of 1,500 commissioned rangers and an unknown number of employees with non-law 

enforcement VRP duties.  Employees at the Mather Training Center assembled the master list of 

names by using the NPS Human Resource database (FPPS).  The list excluded US Park Police 

and fee collection personnel.  On September 3, 2013, a cover letter from the Associate Director 

of Visitor and Resource Protection was electronically distributed to 3,150 VRP employees, 

containing a unique weblink accessing the survey instrument.  The cover letter and survey 

instrument can be found in Appendices D and E. 

On September 25, 2013, a second memo was sent to VRP employees reminding them of 

the importance of completing the survey and extending the due date.  On October 2, 2013, the 

data collection associated with this study was closed. 

NOTE:  The period of data collection was extended beyond the normal 30-day period due to numerous 

VRP employees being involved with emergency incidents (the Rim Fire in Yosemite or the massive 

flooding in northern Colorado).  Additionally, the federal government shutdown occurred at the very end 

of the data collection period and many VRP employees were involved with the preparation and execution 

of the shutdown. 
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 Upon receiving the preliminary results of the VRP training needs assessment, a series of 

four “ground-truthing” sessions were conducted to look at the data/findings that might need 

further explanation and refinement when translating results into the final report.  These group 

sessions were held on December 3, 4, 6 and 10, 2013.   

Response Rate 

At the conclusion of data collection, a total of 1,092 respondents returned instruments 

with usable data.  This resulted in a very strong effective response rate of 36.4% (N = 3,150).  

Put simply, slightly more than one-third of all visitor and resource protection personnel in the 

NPS responded to the survey, resulting in high confidence in data validity. 

Data Analyses 

Data were analyzed utilizing IBM SPSS Statistics 20, the Statistical Package for Social 

Sciences.  Frequency distributions and statistics were reported in aggregate for all variables.  The 

preponderance of tables included in this report focus on assessing (a) the importance of selected 

competencies, (b) the perceived level of preparedness to perform each competency, and (c) the 

“gap” between the two.  “Gap” statistics were calculated and reported for each individual 

utilizing the formula (Preparedness – Importance).   From those individual statistics, a mean gap 

score was calculated and reported.  In addition, data were segmented and compared between 

managers and front-line employees. 

Results 

Description of Study Participants 

As can be seen in Figures 2 and 3, study participants were well educated and somewhat evenly 

distributed across the age spectrum.  Roughly seven (7) of every ten (10) employees had a 

bachelor’s degree.  Moreover, 92 percent of the respondents had at least an Associate’s degree.  

The average age of a VRP employee is approximately 42 years old, but the range of ages is 

evenly distributed between the ages 30 and 54. 
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Figure 2.  The distribution of respondents by education level. 

 

 

Figure 3.  The distribution of respondents by age. 
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Table 1.  Segmentation of VRP Population by Position Series  

Position Series % of Respondents 

0025 80.5 

0401 5.1 

0462 3.3 

1811 2.7 

0303 1.4 

0301 1.3 

0081 0.8 

0018 0.3 

1101 0.3 
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The largest number of respondents reported being in a position classified as GS/GL-9 (Figure 4).  

Sixty-three percent of respondents were in the level 7-11 range.  Respondents have been 

employed by the National Park Service for slightly over 14 years, and served in a VRP capacity 

for almost the entire time (mean = 13.7 years).  They have been in their current position for 6.5 

years (Table 2). 

 

Figure 4.  The distribution of respondents by grade level. 
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Table 2.  Employment History of Study Respondents 

 
N Minimum Maximum Mean 

Std. 

Deviation 

Grade Level (Current GS, GL Level) 912 2 15 9.73 2.38 

Number of years served in the National Park 
Service 

894 0 40 14.05 9.08 

Number of years you have worked in the 
Visitor and Resource Protection 
profession 

888 0 43 13.69 8.94 

Number of years served in your current 
position 

887 0 33 6.45 5.65 
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Perceptions of Importance Assigned to the Nine (9) Essential Core Competencies in Visitor 

and Resource Protection 

 

In Table 3, the distribution of responses depicting the importance of each core competency is 

shown.  They are ranked in a descending order of mean importance in Figure 5. 

Table 3.  Perceptions of Importance of Core Competencies  Among Visitor and Resource Protection 

Employees (All Respondents) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

(i1)  How important is Law 
Enforcement to your current 
position? 

2.1 4.2 5.6 6.0 6.2 10.7 65.2 6.03 1.63 

(i3)  How important is Resource 
Protection to your current 
position? 

0.7 2.0 3.1 6.1 10.5 16.9 60.6 6.17 1.31 

(i5)  How important is Emergency 
Management to your current 
position? 

0.7 3.7 4.6 7.5 14.0 20.3 49.2 5.88 1.45 

(i7)  How important is Visitor and 
Employee Health and Safety to 
your current position? 

0.9 3.0 4.7 9.2 16.5 19.4 46.3 5.81 1.45 

(i9)  How important is Leadership to 
your current position? 

1.7 2.2 3.7 5.3 12.9 19.1 55.0 6.03 1.42 

(i11)  How important is Visitor Service 
and Public Use Management to 
your current position? 

1.7 4.5 8.6 13.2 19.8 21.5 30.7 5.32 1.58 

(i13)  How important is 
Project/Program Management 
to your current position? 

5.5 7.7 10.2 16.5 19.3 18.8 22.1 4.81 1.78 

(i15)  How important is Wildland Fire 
and Aviation to your current 
position? 

9.4 10.3 13.4 16.3 14.0 11.4 25.2 4.50 2.00 

(i17)  How important is Structural Fire 
to your current position? 

20.4 14.9 16.5 12.7 12.3 8.7 14.6 3.66 2.07 
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Figure 5. The nine essential core competencies rated by respondents on importance to their 

current position. 
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5 or less, the “skip feature” moved the respondent to the next sub-core competency.  The statistic 

in the right hand column is the number (n) of respondents responding to the subset of technical 

competency questions.  Additionally, the relative rankings of each of the 15 items are shown in 

Figure 6. 
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Table 4.  Perceptions of Importance of Sub-Core Competencies Among Visitor and Resource Protection 

Employees (All Respondents) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Number 

of 

Responses
(n) 

(i19) How important is Natural and 
Cultural Resource Protection to 
your current position? 

1.0 3.8 5.7 8.7 16.5 21.6 42.6 5.71 684 

(i34) How important is Backcountry 
Management to your current 
position? 

14.3 10.5 10.5 14.4 16.4 13.1 20.8 4.31 297 

(i53)  How important is Incident 
Management to your current 
position? 

1.8 1.9 4.7 7.4 15.1 19.7 49.5 5.89 664 

(i57)  How important is Emergency 
Medical Services (EMS) to your 
current position? 

5.7 9.5 10.0 12.7 15.4 17.3 29.5 4.92 425 

(i63)  How important is Search and 
Rescue (SAR) to your current 
position? 

8.3 10.0 10.7 13.3 18.0 14.0 25.7 4.68 354 

(i69)  How important is Emergency 
Communications and 
Dispatching to your current 
position? 

3.0 4.0 3.7 8.1 11.4 16.5 53.3 5.83 644 

(i73) How important is Public Health 
to your current position? 

7.0 8.5 12.1 16.5 16.9 16.5 22.5 4.67 350 

(i77) How important is Visitor Safety 
to your current position? 

1.3 2.1 3.0 5.5 12.6 19.9 55.6 6.08 698 

(i86) How important is Employee 
Safety to your current position? 

0.4 1.5 2.2 4.3 9.9 12.8 68.9 6.36 755 

(i92)  How important is Employee 
Health and Wellness to your 
current position? 

0.9 2.1 4.1 7.6 12.1 20.1 53.1 6.01 663 

(i96)  How important is Leadership to 
your current position? 

2.0 2.4 2.4 5.8 9.4 17.0 61.1 6.14 716 

(i105) How important is Special Park 
Use Management to your current 
position? 

9.1 7.1 10.1 16.8 19.1 18.9 18.8 4.62 323 

(i111) How important are NPS 
Regulations to your current 
position? 

1.4 1.5 3.5 6.0 11.3 19.2 57.1 6.10 669 

(i114) How important is Project 
Management to your current 
position? 

10.6 9.6 11.1 18.8 18.8 14.6 16.5 4.35 268 

(i122) How important is Use and 
Management of Technology to 
your current position? 

5.7 6.1 8.9 15.2 23.0 20.4 20.7 4.88 356 
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Figure 6.  The fifteen sub-core competencies rated by respondents on importance to their current 

position. 
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Table 5.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees Regarding 

Natural and Cultural Resource Protection (N=684)  

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Natural and Cultural Resource 
Protection 

       5.84 1.39 

(i20) How important is it to demonstrate 
knowledge of those natural, 
cultural, and paleontological 
resources that are impacted by 
visitor use activity or illegal 
behaviors? 

0.3 1.8 2.7 8.9 15.1 26.6 44.6 5.95 1.25 

(i21) How important is it to demonstrate 
knowledge of special 
provisions/allowances (e.g. 
enabling legislation, special 
regulations, etc.)? 

1.5 1.9 5.2 9.0 16.1 28.2 38.1 5.73 1.40 

(i22) How important is it to understand 
and apply federal and state 
resource protection laws, case 
studies, policies, and special 
authorities (e.g. forfeiture, 
criminal and civil cost recovery 
actions, etc.) such as ESA, 
CERCLA, ARPA, PSRPA (19jj), 
etc.? 

2.0 2.5 3.6 7.5 15.9 21.2 47.3 5.86 1.46 

(i23) How important is it to exhibit 
knowledge of threats to resources 
from illegal activities and 
damaging visitor behaviors (e.g. 
resource theft, vandalism, impacts 
from camping, climbing, etc.)? 

0.7 1.3 1.8 3.3 7.1 25.6 60.3 6.33 1.11 

(i24) How important is it to demonstrate 
comprehensive knowledge of 
resources that are threatened by 
commercial value and developing 
markets (e.g. medicinal plant or 
archeological commercial 
marketing, poaching, looting, 
etc.)? 

1.2 3.6 3.5 6.1 14.6 24.5 46.5 5.89 1.43 

(i25) How important is it to apply 
specialized enforcement 
techniques to effectively identify, 
apprehend, and prosecute resource 
violators and to prevent further 
degradation? 

2.6 2.1 2.4 3.4 9.5 22.9 57.2 6.13 1.41 

(i26)  How important is it to provide 
resource education of special 
audiences (e.g. violators, external 
cooperators, special use groups, 
etc.)? 

1.0 2.5 3.5 7.8 18.8 27.4 39.0 5.79 1.35 

 

continued…/ 
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Table 5.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees Regarding 

Natural and Cultural Resource Protection (N=684)  

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

(i27)  How important is it to apply 
specialized resource crime scene 
investigation techniques (e.g. 
ARPA, field forensics, evidence 
preservation, 
mapping/diagramming, etc.)? 

3.1 2.6 4.0 6.9 14.9 22.2 46.3 5.80 1.55 

(i28)  How important is it to work within 
an interdisciplinary team to 
conduct risk analysis to prioritize 
resource threats, plan and 
implement mitigation strategies, 
(e.g. physical security, site 
hardening, setting public use 
limits, applying targeted 
enforcement strategies, etc.)? 

1.5 1.5 3.2 8.4 16.6 25.2 43.5 5.87 1.35 

(i29)  How important is it to demonstrate 
knowledge of and ability to 
incorporate current inventory and 
monitoring and other research into 
protection strategies for threatened 
park resources? 

1.5 1.7 5.8 10.5 19.2 27.5 33.7 5.62 1.41 

(i30)  How important is it to evaluate 
public use patterns and behaviors 
and to modify or establish 
regulation and policy to mitigate 
resource impacts? 

1.2 2.6 3.4 6.6 16.8 25.9 43.5 5.87 1.37 

(i31)  How important is it to work in 
cooperation with external 
cooperating agencies and other 
stakeholders to protect resources 
at risk across their range? 

0.8 1.0 3.2 7.0 11.4 23.7 52.9 6.10 1.25 

(i32)  How important is it to evaluate 
research and science project 
proposals aimed at better 
understanding threats to resources 
at risk from, at least in part, illegal 
and visitor use behaviors? 

2.0 6.0 6.7 12.5 21.5 22.7 28.7 5.28 1.60 

(i33) How important is it to exhibit 
basic knowledge of social 
behaviors and outdoor recreation 
psychology as they influence 
parks and park resources, and the 
ability to apply that knowledge to 
address changing visitor needs and 
behaviors? 

1.2 4.0 6.0 11.2 18.6 26.3 32.7 5.52 1.49 
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Figure 7. The eight technical competencies rated by respondents as the most importance to their 

positions. 
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Table 6.  Perceptions of Preparedness Among Visitor and Resource Protection Regarding Natural and Cultural 

Resource Protection (N=684) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Natural and Cultural Resource 
Protection 

       4.45 1.58 

(p20) How well prepared are you to 
demonstrate knowledge of those 
natural, cultural, and 
paleontological resources that are 
impacted by visitor use activity or 
illegal behaviors? 

1.9 6.5 10.7 22.8 24.2 23.9 10.0 4.73 1.45 

(p21) How well prepared are you to 
demonstrate knowledge of special 
provisions/allowances (e.g. 
enabling legislation, special 
regulations, etc.)? 

3.1 6.3 8.8 17.5 26.4 26.6 11.3 4.83 1.51 

(p22) How well prepared are you to 
understand and apply federal and 
state resource protection laws, 
case studies, policies, and special 
authorities (e.g. forfeiture, 
criminal and civil cost recovery 
actions, etc.) such as ESA, 
CERCLA, ARPA, PSRPA (19jj), 
etc.? 

6.6 7.6 13.8 22.3 24.8 18.9 6.1 4.32 1.58 

(p23) How well prepared are you to 
exhibit knowledge of threats to 
resources from illegal activities 
and damaging visitor behaviors 
(e.g. resource theft, vandalism, 
impacts from camping, climbing, 
etc.)? 

1.6 3.1 6.0 10.1 20.8 36.1 22.2 5.42 1.40 

(p24) How well prepared are you to 
demonstrate comprehensive 
knowledge of resources that are 
threatened by commercial value 
and developing markets (e.g. 
medicinal plant or archeological 
commercial marketing, poaching, 
looting, etc.)? 

5.3 5.8 12.9 20.0 28.4 20.1 7.6 4.51 1.53 

(p25) How well prepared are you to 
apply specialized enforcement 
techniques to effectively identify, 
apprehend, and prosecute resource 
violators and to prevent further 
degradation? 

6.3 7.0 12.0 19.5 21.4 23.8 10.1 4.55 1.66 

(p26)  How well prepared are you to 
provide resource education of 
special audiences (e.g. violators, 
external cooperators, special use 
groups, etc.)? 

3.1 6.9 9.7 15.8 23.9 26.4 14.0 4.86 1.58 

continued…/ 
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Table 6.  Perceptions of Preparedness Among Visitor and Resource Protection Regarding Natural and Cultural 

Resource Protection (N=684) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

(p27)  How well prepared are you to 
apply specialized resource crime 
scene investigation techniques 
(e.g. ARPA, field forensics, 
evidence preservation, 
mapping/diagramming, etc.)? 

8.9 12.0 15.3 22.5 20.6 15.0 5.7 4.02 1.66 

(p28)  How well prepared are you to 
work within an interdisciplinary 
team to conduct risk analysis to 
prioritize resource threats, plan 
and implement mitigation 
strategies, (e.g. physical security, 
site hardening, setting public use 
limits, applying targeted 
enforcement strategies, etc.)? 

6.2 10.7 9.8 21.5 22.5 19.9 9.3 4.41 1.67 

(p29)  How well prepared are you to 
demonstrate knowledge of and 
ability to incorporate current 
inventory and monitoring and 
other research into protection 
strategies for threatened park 
resources? 

9.1 13.3 16.1 22.8 21.3 13.4 4.0 3.90 1.62 

(p30)  How well prepared are you to 
evaluate public use patterns and 
behaviors and to modify or 
establish regulation and policy to 
mitigate resource impacts? 

7.7 10.4 14.3 21.6 23.3 16.3 6.4 4.17 1.64 

(p31)  How well prepared are you to 
work in cooperation with external 
cooperating agencies and other 
stakeholders to protect resources 
at risk across their range? 

3.8 7.6 12.6 19.0 22.8 21.0 13.1 4.65 1.61 

(p32)  How well prepared are you to 
evaluate research and science 
project proposals aimed at better 
understanding threats to resources 
at risk from, at least in part, illegal 
and visitor use behaviors? 

11.9 12.8 16.4 26.6 18.8 10.2 3.4 3.72 1.60 

(p33) How well prepared are you to 
exhibit basic knowledge of social 
behaviors and outdoor recreation 
psychology as they influence 
parks and park resources, and the 
ability to apply that knowledge to 
address changing visitor needs and 
behaviors? 

7.4 10.9 16.6 20.4 21.3 15.4 8.0 4.16 1.67 
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Figure 8. The eight technical competencies rated by respondents as areas where they are least 

prepared. 
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commercial marketing, poaching, looting, etc.)? 
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Table 7.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Natural and Cultural Resource Protection (N=684) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Natural and Cultural Resource Protection 5.84 4.45 -1.39 1.60 

(g20) Knowledge of those natural, cultural, and 
paleontological resources that are impacted by visitor 
use activity or illegal behaviors? 

5.95 4.73 -1.22 1.44 

(g21) Knowledge of special provisions/allowances (e.g. 
enabling legislation, special regulations, etc.)? 

5.73 4.83 -0.91 1.35 

(g22) Understanding of and ability to apply federal and 
state resource protection laws, case studies, policies, 
and special authorities (e.g. forfeiture, criminal and 
civil cost recovery actions, etc.) such as ESA, 
CERCLA, ARPA, PSRPA (19jj), etc.? 

5.86 4.32 -1.52 1.45 

(g23) Knowledge of threats to resources from illegal 
activities and damaging visitor behaviors (e.g. 
resource theft, vandalism, impacts from camping, 
climbing, etc.)? 

6.33 5.42 -0.91 1.26 

(g24) The ability to demonstrate comprehensive knowledge 
of resources that are threatened by commercial value 
and developing markets (e.g. medicinal plant or 
archeological commercial marketing, poaching, 
looting, etc.)? 

5.89 4.51 -1.38 1.59 

(g25) The ability to apply specialized enforcement 
techniques to effectively identify, apprehend, and 
prosecute resource violators and to prevent further 
degradation? 

6.13 4.55 -1.61 1.69 

(g26)  The ability to provide resource education of special 
audiences (e.g. violators, external cooperators, 
special use groups, etc.)? 

5.79 4.86 -0.94 1.55 

(g27)  The ability to apply specialized resource crime scene 
investigation techniques (e.g. ARPA, field forensics, 
evidence preservation, mapping/diagramming, etc.)? 

5.80 4.02 -1.80 1.76 

(g28)  The ability to work within an interdisciplinary team 
to conduct risk analysis to prioritize resource threats, 
plan and implement mitigation strategies, (e.g. 
physical security, site hardening, setting public use 
limits, applying targeted enforcement strategies, 
etc.)? 

5.87 4.41 -1.44 1.84 

(g29)  Knowledge of and ability to incorporate current 
inventory and monitoring and other research into 
protection strategies for threatened park resources? 

5.62 3.90 -1.70 1.72 

(g30)  The ability to evaluate public use patterns and 
behaviors and to modify or establish regulation and 
policy to mitigate resource impacts? 

5.87 4.17 -1.71 1.66 

(g31)  The ability to work in cooperation with external 
cooperating agencies and other stakeholders to 
protect resources at risk across their range? 

6.10 4.65 -1.46 1.66 

 

continued…/ 
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Table 7.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Natural and Cultural Resource Protection (N=684) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

(g32)  The ability to evaluate research and science project 
proposals aimed at better understanding threats to 
resources at risk from, at least in part, illegal and 
visitor use behaviors? 

5.28 3.72 -1.56 1.77 

(g33) The ability to exhibit basic knowledge of social 
behaviors and outdoor recreation psychology as they 
influence parks and park resources, and the ability to 
apply that knowledge to address changing visitor 
needs and behaviors? 

5.52 4.16 -1.35 1.68 

 

 

 
 

Figure 9. The eight technical competencies with the largest gaps (difference between 

preparedness and importance). 
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field forensics, evidence preservation, mapping/diagramming, etc.) 
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(g25) The ability to apply specialized enforcement techniques to effectively identify, apprehend, 
and prosecute resource violators and to prevent further degradation 

 
(g32) The ability to evaluate research and science project proposals aimed at better 

understanding threats to resources at risk from, at least in part, illegal and visitor use 
behaviors 

 
(g22) Understanding of and ability to apply federal and state resource protection laws, case 

studies, policies, and special authorities (e.g. forfeiture, criminal and civil cost recovery 
actions, etc.) such as ESA, CERCLA, ARPA, PSRPA (19jj), etc. 

 
(g31) The ability to work in cooperation with external cooperating agencies and other 

stakeholders to protect resources at risk across their range 
 
(g28)  The ability to work within an interdisciplinary team to conduct risk analysis to prioritize 

resource threats, plan and implement mitigation strategies, (e.g. physical security, site 
hardening, setting public use limits, applying targeted enforcement strategies, etc.) 

Backcountry Management 

In the tables and bar charts below, the analyses of Backcountry Management technical 

competencies (knowledge, skills, abilities or behaviors) are shown for importance, preparedness, 

and the calculated gaps between the two concepts. 

 

Table 8.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees Regarding 

Backcountry Management (N=297) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Backcountry Management        5.84 1.41 

(i35)  How important is it to interpret 
and implement specific regulation, 
legislation, and policy related to 
managing visitor use of the 
backcountry? 

0.4 2.5 2.2 3.9 14.0 26.2 50.9 6.11 1.22 

(i36)  How important is it to 
communicate with backcountry 
users and implement education 
tools and techniques? 

0 2.9 0.7 5.8 11.9 20.9 57.8 6.21 1.19 

(i37)  How important is it to conduct 
inspections and report on 
permit/authorization compliance 
issues? 

3.0 1.5 4.2 5.3 14.4 26.2 45.2 5.86 1.48 

 

continued…/ 
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Table 8.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees Regarding 

Backcountry Management (N=297) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

(i38)  How important is it to inventory, 
monitor and manage visitor use 
and impacts affecting natural and 
cultural resources in backcountry 
areas? 

1.1 1.5 3.7 5.2 13.0 23.0 52.6 6.07 1.31 

(i39)  How important is it to work 
effectively with resource 
management specialists to 
determine inventory and 
monitoring needs for all natural, 
cultural, and paleontological 
resources and to collaborate 
externally as needed? 

1.1 1.8 4.0 5.9 16.8 24.2 46.2 5.93 1.34 

(i40)  How important is it to exhibit 
knowledge of future trends in 
backcountry uses, including an 
understanding of how changes in 
society and technology, carrying 
capacities and management 
actions may influence the 
backcountry experience? 

1.5 2.2 3.0 7.8 15.6 25.2 44.8 5.89 1.38 

(i41)  How important is it to develop and 
interpret backcountry policy and 
implementation strategies? 

0.4 3.0 3.7 5.6 15.9 23.3 48.1 5.96 1.33 

(i42)  How important is it to analyze and 
assess proposed legislation and 
regulations that would affect long-
term backcountry management 
and benefits? 

1.9 3.8 4.1 11.3 16.9 21.1 41.0 5.65 1.54 

(i43)  How important is it to coordinate 
with other agencies and 
cooperators in the management of 
backcountry? 

1.1 4.4 4.1 10.4 17.0 23.7 39.3 5.66 1.49 

(i44)  How important is it to determine 
when to coordinate with agency 
attorneys and who to contact? 

3.9 5.9 5.5 11.3 16.8 16.4 40.2 5.41 1.76 

(i45)  How important is it to demonstrate 
knowledge of related sciences and 
professional disciplines, such as 
ecology, botany, fire management, 
air quality protection, wildlife and 
fisheries management, soil 
science, range management, and 
cultural resources, as they 
interface with public use of the 
backcountry? 

0 3.3 7.0 5.5 22.0 26.4 35.9 5.69 1.36 
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Table 8.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees Regarding 

Backcountry Management (N=297) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

(i46)  How important is it to compile, 
analyze, and use natural and 
cultural resource data when 
making short and long term 
program planning 
recommendations? 

1.9 2.6 5.6 9.3 19.3 21.9 39.4 5.65 1.49 

 

 
 

Figure 10. The eight technical competencies rated by respondents as the most important to their 

positions. 
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(i40) How important is it to exhibit knowledge of future trends in backcountry uses, including 

an understanding of how changes in society and technology, carrying capacities and 

management actions may influence the backcountry experience? 

(i37) How important is it to conduct inspections and report on permit/authorization compliance 

issues? 

(i45) How important is it to demonstrate knowledge of related sciences and professional 

disciplines, such as ecology, botany, fire management, air quality protection, wildlife and 

fisheries management, soil science, range management, and cultural resources, as they 

interface with public use of the backcountry? 

Table 9.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Backcountry Management (N=297) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Backcountry Management        4.44 1.57 

(p35)  How well prepared are you to 
interpret and implement specific 
regulation, legislation, and policy 
related to managing visitor use of 
the backcountry? 

1.4 4.0 10.1 15.5 28.4 28.1 12.6 5.00 1.39 

(p36)  How well prepared are you to 
communicate with backcountry 
users and implement education 
tools and techniques? 

1.4 5.4 5.4 12.7 26.1 29.7 19.2 5.22 1.44 

(p37)  How well prepared are you to 
conduct inspections and report on 
permit/authorization compliance 
issues? 

4.3 7.4 8.5 12.4 26.7 23.3 17.4 4.90 1.66 

(p38)  How well prepared are you to 
inventory, monitor and manage 
visitor use and impacts affecting 
natural and cultural resources in 
backcountry areas? 

3.7 8.9 18.9 17.0 21.9 19.6 10.0 4.43 1.61 

(p39)  How well prepared are you to 
work effectively with resource 
management specialists to 
determine inventory and 
monitoring needs for all natural, 
cultural, and paleontological 
resources and to collaborate 
externally as needed? 

3.3 8.4 11.3 18.2 26.9 24.4 7.6 4.61 1.52 

(p40)  How well prepared are you to 
exhibit knowledge of future trends 
in backcountry uses, including an 
understanding of how changes in 
society and technology, carrying 
capacities and management 
actions may influence the 
backcountry experience? 

6.6 11.0 14.7 22.1 27.9 12.5 5.1 4.12 1.56 

continued…/ 
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Table 9.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Backcountry Management (N=297) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

(p41)  How well prepared are you to 
develop and interpret backcountry 
policy and implementation 
strategies? 

4.1 8.2 13.0 19.0 24.9 21.9 8.9 4.54 1.57 

(p42)  How well prepared are you to 
analyze and assess proposed 
legislation and regulations that 
would affect long-term 
backcountry management and 
benefits? 

8.2 11.2 22.5 21.0 21.7 9.4 6.0 3.89 1.59 

(p43)  How well prepared are you to 
coordinate with other agencies and 
cooperators in the management of 
backcountry? 

3.3 11.2 13.8 19.7 26.4 19.0 6.7 4.38 1.54 

(p44)  How well prepared are you to 
determine when to coordinate with 
agency attorneys and who to 
contact? 

13.5 13.5 10.8 18.5 18.8 13.1 11.9 4.03 1.91 

(p45)  How well prepared are you to 
demonstrate knowledge of related 
sciences and professional 
disciplines, such as ecology, 
botany, fire management, air 
quality protection, wildlife and 
fisheries management, soil 
science, range management, and 
cultural resources, as they 
interface with public use of the 
backcountry? 

4.0 9.2 16.8 23.1 26.7 12.5 7.7 4.27 1.51 

(p46)  How well prepared are you to 
compile, analyze, and use natural 
and cultural resource data when 
making short and long term 
program planning 
recommendations? 

7.5 8.3 23.7 21.4 26.3 8.6 4.1 3.93 1.49 
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Figure 11. The eight technical competencies rated by respondents as areas where they are least 

prepared. 
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(p38) How well prepared are you to inventory, monitor and manage visitor use and impacts 

affecting natural and cultural resources in backcountry areas? 

 

(p41) How well prepared are you to develop and interpret backcountry policy and 

implementation strategies? 

 

Table 10.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Backcountry Management (N=297) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Backcountry Management 5.84 4.44 -1.41 1.64 

(g35)  The ability to interpret and implement specific 
regulation, legislation, and policy related to 
managing visitor use of the backcountry? 

6.11 5.00 -1.10 1.51 

(g36)  The ability to communicate with backcountry users 
and implement education tools and techniques? 

6.21 5.22 -0.99 1.51 

(g37)  The ability to conduct inspections and report on 
permit/authorization compliance issues? 

5.86 4.90 -0.98 1.60 

(g38)  The ability to inventory, monitor and manage visitor 
use and impacts affecting natural and cultural 
resources in backcountry areas? 

6.07 4.43 -1.67 1.71 

(g39)  The ability to work effectively with resource 
management specialists to determine inventory and 
monitoring needs for all natural, cultural, and 
paleontological resources and to collaborate 
externally as needed? 

5.93 4.61 -1.32 1.54 

(g40)  The ability to exhibit knowledge of future trends in 
backcountry uses, including an understanding of how 
changes in society and technology, carrying 
capacities and management actions may influence the 
backcountry experience? 

5.89 4.12 -1.79 1.71 

(g41)  The ability to develop and interpret backcountry 
policy and implementation strategies? 

5.96 4.54 -1.43 1.69 

(g42)  The ability to analyze and assess proposed legislation 
and regulations that would affect long-term 
backcountry management and benefits? 

5.65 3.89 -1.78 1.73 

(g43)  The ability to coordinate with other agencies and 
cooperators in the management of backcountry? 

5.66 4.38 -1.28 1.67 

(g44)  The ability to determine when to coordinate with 
agency attorneys and who to contact? 

5.41 4.03 -1.39 1.72 

(g45)  Knowledge of related sciences and professional 
disciplines, such as ecology, botany, fire 
management, air quality protection, wildlife and 
fisheries management, soil science, range 
management, and cultural resources, as they interface 
with public use of the backcountry? 

5.69 4.27 -1.41 1.59 

(g46)  The ability to compile, analyze, and use natural and 
cultural resource data when making short and long 
term program planning recommendations? 

5.65 3.93 -1.73 1.70 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 31  ~  

 Use Navigation Pane to move about electronic document   

 

Figure 12. The eight technical competencies with the largest gaps (difference between 

preparedness and importance). 
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Abbreviated Assessment of Wilderness and Backcountry Skills  

Since training for Wilderness Management and Backcountry Skills is the domain of the Arthur 

Carhart National Wilderness Training Center in Missoula, Montana, only the importance, 

preparation, and gap scores for the overarching training areas of Wilderness Management and 

Backcountry Skills were queried as part of this study.  Below the ratings assigned to each are 

reported.  The data show clearly that these two areas are not as important, comparatively 

speaking, as other more mainstream duties of VRP employees. 

 

Table 11.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Wilderness Management and Backcountry Skills (N=781) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Wilderness Management          

(i47)  How important is Wilderness 
Management to your current 
position? 

18.1 12.5 12.9 14.2 14.9 11.3 16.1 3.94 2.08 

Backcountry Skills          

(i50)  How important are Backcountry 
Skills to your current position? 

13.9 11.8 11.0 11.5 13.5 14.5 23.8 4.38 2.13 

 

 

 

Table 12.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Wilderness Management and Backcountry Skills (N=794) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Wilderness Management          

(p48)  How prepared are you to perform 
Wilderness Management in your 
current position? 

17.0 14.2 14.5 17.8 17.3 14.0 5.3 3.67 1.83 

Backcountry Skills          

(p51)  How prepared are you to perform 
Backcountry Skills in your current 
position? 

7.8 7.2 8.9 12.6 19.0 23.5 21.1 4.83 1.85 
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Table 13.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Wilderness Management and Backcountry Skills (N=761) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Wilderness Management     

(g48)  The ability to perform Wilderness 
Management in your current position? 

3.94 3.67 -0.28 1.81 

Backcountry Skills     

(g51)  The ability to perform Backcountry Skills in 
your current position? 

4.38 4.83 0.42 1.87 

 

 

Incident Management 

In the tables and bar charts below, the analyses of Incident Management technical 

competencies (knowledge, skills, abilities or behaviors) are shown for importance, preparedness, 

and the calculated gaps between the two concepts. 

 

Table 14.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Incident Management (N=664) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Incident Management        6.34 0.98 

(i54)  How important is it to demonstrate 
knowledge of the Incident 
Command System (ICS) and the 
Department of Interior (DOI) 
incident qualifications system and 
their application to all-hazard 
incidents? 

0.5 0.3 0.6 1.7 7.6 24.6 64.8 6.48 0.88 

 (i55)  How important is it to demonstrate 
knowledge of incident planning 
needs for use in preparedness, 
resources required, and knowledge 
of post incident evaluations to 
apply lessons learned? 

0.2 0.2 1.5 3.9 9.4 27.7 57.2 6.34 0.95 

(i56)  How important is it to identify and 
address key issues associated with 
incidents at the local, regional, and 
national levels including situations 
requiring urgent action? 

0.8 0.3 1.9 4.7 13.7 26.3 52.4 6.19 1.11 
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Figure 13. The three technical competencies rated by as the most important to their positions. 
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Table 15.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Incident 

Management (N=664) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Incident Management        5.31 1.37 

(p54)  How well prepared are you to 
demonstrate knowledge of the 
Incident Command System (ICS) 
and the Department of Interior 
(DOI) incident qualifications 
system and their application to all-
hazard incidents? 

0.6 2.8 5.7 8.3 23.2 33.5 25.8 5.55 1.32 

(p55)  How well prepared are you to 
demonstrate knowledge of 
incident planning needs for use in 
preparedness, resources required, 
and knowledge of post incident 
evaluations to apply lessons 
learned? 

0.8 3.4 4.9 11.7 26.1 31.8 21.2 5.39 1.33 

(p56)  How well prepared are you to 
identify and address key issues 
associated with incidents at the 
local, regional, and national levels 
including situations requiring 
urgent action? 

2.3 4.2 8.8 17.2 26.9 24.5 16.1 5.00 1.47 
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Figure 14. The three technical competencies rated by respondents as areas where they are least 

prepared. 

(p56) How well prepared are you to identify and address key issues associated with incidents at 

the local, regional, and national levels including situations requiring urgent action? 

 

(p55) How well prepared are you to demonstrate knowledge of incident planning needs for use 

in preparedness, resources required, and knowledge of post incident evaluations to apply 

lessons learned? 

 

(p54) How well prepared are you to demonstrate knowledge of the Incident Command System 

(ICS) and the Department of Interior (DOI) incident qualifications system and their 

application to all-hazard incidents? 
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Table 16.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Incident Management (N=664) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Incident Management 6.34 5.31 -1.03 1.39 

(g54)  Knowledge of the Incident Command System (ICS) 
and the Department of Interior (DOI) incident 
qualifications system and their application to all-
hazard incidents? 

6.48 5.55 -0.94 1.36 

(g55)  Knowledge of incident planning needs for use in 
preparedness, resources required, and knowledge of 
post incident evaluations to apply lessons learned? 

6.34 5.39 -0.95 1.34 

(g56)  The ability to identify and address key issues 
associated with incidents at the local, regional, and 
national levels including situations requiring urgent 
action? 

6.19 5.00 -1.20 1.47 

 

 

Figure 15. The three technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g56) The ability to identify and address key issues associated with incidents at the local, 

regional, and national levels including situations requiring urgent action 

 

(g55) Knowledge of incident planning needs for use in preparedness, resources required, and 

knowledge of post incident evaluations to apply lessons learned 

 

(g54) Knowledge of the Incident Command System (ICS) and the Department of Interior (DOI) 

incident qualifications system and their application to all-hazard incidents 
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Emergency Medical Services (EMS) 

In the tables and bar charts below, the analyses of Emergency Medical Services (EMS) 

technical competencies (knowledge, skills, abilities or behaviors) are shown for importance, 

preparedness, and the calculated gaps between the two concepts. 

 

Table 17.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Emergency Medical Services (N=425) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Emergency Medical Services (EMS)        6.58 0.85 

(i58)  How important is it to demonstrate 
knowledge and understanding of 
the Emergency Medical System 
and how to activate it? 

0 0.2 0.9 0.9 3.7 19.9 74.2 6.65 0.72 

(i59)  How important is it to track and 
report EMS activities and 
documentation of patient care in 
accordance with the standards of 
the National Park System? 

1.4 0.7 2.8 4.3 9.2 25.1 56.4 6.20 1.23 

(i60)  How important is it to evaluate 
overall scene safety including 
Body Substance Isolation 
precautions to ensure personal 
safety? 

0.2 0.5 0.7 0.7 3.1 12.6 82.2 6.72 0.75 

(i61)  How important is it to provide 
initial first aid, CPR, and 
Automated External Defibrillation 
to provide appropriate treatment 
within established protocols and to 
facilitate higher level of care (i.e. 
advanced life support) when 
needed? 

0 0 0.5 0.9 2.1 11.3 85.1 6.80 0.56 

(i62)  How important is it to coordinate a 
park unit EMS program including 
maintaining EMS equipment and 
staff in a state of readiness and 
where applicable work with 
external providers? 

0 2.1 0.2 2.6 3.6 19.6 71.8 6.54 0.97 

 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 39  ~  

 Use Navigation Pane to move about electronic document   

 
 

Figure 16. The five technical competencies rated by respondents as the most important to their 

positions. 

 

(i61) How important is it to provide initial first aid, CPR, and Automated External 

Defibrillation to provide appropriate treatment within established protocols and to 

facilitate higher level of care (i.e. advanced life support) when needed? 

 

(i60) How important is it to evaluate overall scene safety including Body Substance Isolation 

precautions to ensure personal safety? 

 

(i58) How important is it to demonstrate knowledge and understanding of the Emergency 

Medical System and how to activate it? 

 

(i62) How important is it to coordinate a park unit EMS program including maintaining EMS 

equipment and staff in a state of readiness and where applicable work with external 

providers? 

 

(i59) How important is it to track and report EMS activities and documentation of patient care 

in accordance with the standards of the National Park System? 
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 Table 18.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Emergency Medical Services (N=425) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Emergency Medical Services (EMS)        5.81 1.35 

(p58)  How well prepared are you to 
demonstrate knowledge and 
understanding of the Emergency 
Medical System and how to 
activate it? 

0 1.2 3.3 5.4 10.7 29.6 49.9 6.14 1.13 

(p59)  How well prepared are you to 
track and report EMS activities 
and documentation of patient care 
in accordance with the standards 
of the National Park System? 

4.3 4.3 9.0 11.4 16.4 31.8 23.0 5.18 1.66 

(p60)  How well prepared are you to 
evaluate overall scene safety 
including Body Substance 
Isolation precautions to ensure 
personal safety? 

1.2 0.9 2.8 2.6 9.2 30.8 52.4 6.20 1.18 

(p61)  How well prepared are you to 
provide initial first aid, CPR, and 
Automated External Defibrillation 
to provide appropriate treatment 
within established protocols and to 
facilitate higher level of care (i.e. 
advanced life support) when 
needed? 

1.2 1.4 1.7 3.8 10.4 33.2 48.3 6.14 1.18 

(p62)  How well prepared are you to 
coordinate a park unit EMS 
program including maintaining 
EMS equipment and staff in a state 
of readiness and where applicable 
work with external providers? 

3.3 4.3 5.5 10.0 18.1 28.9 29.8 5.41 1.60 
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Figure 17. The five technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p59) How well prepared are you to track and report EMS activities and documentation of 

patient care in accordance with the standards of the National Park System? 

 

(p62) How well prepared are you to coordinate a park unit EMS program including maintaining 

EMS equipment and staff in a state of readiness and where applicable work with external 

providers? 

 

(p58) How well prepared are you to demonstrate knowledge and understanding of the 

Emergency Medical System and how to activate it? 

 

(p61) How well prepared are you to provide initial first aid, CPR, and Automated External 

Defibrillation to provide appropriate treatment within established protocols and to 

facilitate higher level of care (i.e. advanced life support) when needed? 

 

(p60) How well prepared are you to evaluate overall scene safety including Body Substance 

Isolation precautions to ensure personal safety? 
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Table 19.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Emergency Medical Services (N=425) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Emergency Medical Services (EMS) 6.58 5.81 -0.76 1.29 

(g58)  Knowledge and understanding of the Emergency 
Medical System and how to activate it? 

6.65 6.14 -0.50 1.08 

(g59)  The ability to track and report EMS activities and 
documentation of patient care in accordance with the 
standards of the National Park System? 

6.20 5.18 -1.00 1.59 

(g60)  The ability to evaluate overall scene safety including 
Body Substance Isolation precautions to ensure 
personal safety? 

6.72 6.20 -0.53 1.03 

(g61)  The ability to provide initial first aid, CPR, and 
Automated External Defibrillation to provide 
appropriate treatment within established protocols 
and to facilitate higher level of care (i.e. advanced 
life support) when needed? 

6.80 6.14 -0.64 1.19 

(g62)  The ability to coordinate a park unit EMS program 
including maintaining EMS equipment and staff in a 
state of readiness and where applicable work with 
external providers? 

6.54 5.41 -1.12 1.58 
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Figure 18. The five technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g62) The ability to coordinate a park unit EMS program including maintaining EMS equipment 

and staff in a state of readiness and where applicable work with external providers 

 

(g59) The ability to track and report EMS activities and documentation of patient care in 

accordance with the standards of the National Park System 

 

(g61) The ability to provide initial first aid, CPR, and Automated External Defibrillation to 

provide appropriate treatment within established protocols and to facilitate higher level of 

care (i.e. advanced life support) when needed 

 

(g60) The ability to evaluate overall scene safety including Body Substance Isolation 

precautions to ensure personal safety 

 

(g58) Knowledge and understanding of the Emergency Medical System and how to activate it 
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Search and Rescue (SAR) 

In the tables and bar charts below, the analyses of Search and Rescue (SAR) technical 

competencies (knowledge, skills, abilities or behaviors) are shown for importance, preparedness, 

and the calculated gaps between the two concepts. 

 

Table 20.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Search and Rescue (SAR) (N=354) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Search and Rescue (SAR)        6.58 0.79 

(i64)  How important is it to perform 
tasks using risk management as a 
Search and Rescue (SAR) team 
member? 

0 0 0.3 2.6 4.0 25.1 68.1 6.58 0.72 

(i65)  How important is it to perform 
independently as a skilled SAR 
team member without close 
supervision involved in tasks with 
moderate hazards? 

0.3 0.6 0.6 2.9 7.1 21.4 67.1 6.49 0.91 

(i66)  How important is it to manage a 
search incident for a missing 
person? 

0 0.6 0.8 0.8 5.1 18.7 73.9 6.62 0.78 

(i67)  How important is it to apply 
effective risk management 
techniques in Search and Rescue 
(SAR) operations? 

0 0.3 0 0.3 6.8 16.5 76.1 6.68 0.66 

(i68)  How important is it to effectively 
coordinate a Search and Rescue 
(SAR) program including team 
and equipment readiness, 
reporting, and continuing 
education? 

0.3 0.6 0.6 2.3 7.5 20.5 68.3 6.51 0.90 
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Figure 19. The five technical competencies rated by respondents as most important to their 

positions. 

 

(i67) How important is it to apply effective risk management techniques in Search and Rescue 

(SAR) operations? 

 

(i66) How important is it to manage a search incident for a missing person? 

 

(i64) How important is it to perform tasks using risk management as a Search and Rescue 

(SAR) team member? 

 

(i68) How important is it to effectively coordinate a Search and Rescue (SAR) program 

including team and equipment readiness, reporting, and continuing education? 

 

(i65) How important is it to perform independently as a skilled SAR team member without 

close supervision involved in tasks with moderate hazards? 
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Table 21.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Search 

and Rescue (N=354) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Search and Rescue (SAR)        5.52 1.41 

(p64)  How well prepared are you to 
perform tasks using risk 
management as a Search and 
Rescue (SAR) team member? 

0.8 1.7 4.2 7.6 16.7 36.8 32.0 5.76 1.27 

(p65)  How well prepared are you to 
perform independently as a skilled 
SAR team member without close 
supervision involved in tasks with 
moderate hazards? 

2.3 2.3 5.7 7.4 18.2 31.3 32.8 5.62 1.45 

(p66)  How well prepared are you to 
manage a search incident for a 
missing person? 

1.7 2.8 5.6 11.0 19.5 33.1 26.3 5.48 1.42 

(p67)  How well prepared are you to 
apply effective risk management 
techniques in Search and Rescue 
(SAR) operations? 

1.4 1.7 3.7 8.6 20.0 32.3 32.3 5.70 1.32 

(p68)  How well prepared are you to 
effectively coordinate a Search 
and Rescue (SAR) program 
including team and equipment 
readiness, reporting, and 
continuing education? 

4.1 4.6 7.5 15.4 21.4 27.8 19.1 5.06 1.60 
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Figure 20. The five technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p68) How well prepared are you to effectively coordinate a Search and Rescue (SAR) program 

including team and equipment readiness, reporting, and continuing education? 

 

(p66) How well prepared are you to manage a search incident for a missing person? 

 

(p65) How well prepared are you to perform independently as a skilled SAR team member 

without close supervision involved in tasks with moderate hazards? 

 

(p67) How well prepared are you to apply effective risk management techniques in Search and 

Rescue (SAR) operations? 

 

(p64) How well prepared are you to perform tasks using risk management as a Search and 

Rescue (SAR) team member? 
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Table 22.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Search and Rescue (N=354) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Search and Rescue (SAR) 6.58 5.52 -1.04 1.39 

(g64)  The ability to perform tasks using risk management 
as a Search and Rescue (SAR) team member? 

6.58 5.76 -0.81 1.28 

(g65)  The ability to perform independently as a skilled 
SAR team member without close supervision 
involved in tasks with moderate hazards? 

6.49 5.62 -0.86 1.36 

(g66)  The ability to manage a search incident for a 
missing person? 

6.62 5.48 -1.13 1.43 

(g67)  The ability to apply effective risk management 
techniques in Search and Rescue (SAR) operations? 

6.68 5.70 -0.96 1.30 

(g68)  The ability to effectively coordinate a Search and 
Rescue (SAR) program including team and 
equipment readiness, reporting, and continuing 
education? 

6.51 5.06 -1.44 1.60 
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Figure 21. The five technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g68) The ability to effectively coordinate a Search and Rescue (SAR) program including team 

and equipment readiness, reporting, and continuing education 

 

(g66) The ability to manage a search incident for a missing person 

 

(g67) The ability to apply effective risk management techniques in Search and Rescue (SAR) 

operations 

 

(g65) The ability to perform independently as a skilled SAR team member without close 

supervision involved in tasks with moderate hazards 

 

(g64) The ability to perform tasks using risk management as a Search and Rescue (SAR) team 

member 
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Emergency Communications and Dispatching 

In the tables and bar charts below, the analyses of Emergency Communications and 

Dispatching technical competencies (knowledge, skills, abilities or behaviors) are shown for 

importance, preparedness, and the calculated gaps between the two concepts. 

 

Table 23.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Emergency Communications and Dispatching (N=644) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Emergency Communications and 
Dispatching        6.13 1.27 

(i70) How important is it to use general 
radio and emergency operation 
terminology and procedures 
terminology (e.g. medical, law 
enforcement, SAR, etc.)? 

0.5 0.9 0.5 2.5 5.9 19.3 70.5 6.52 0.95 

(i71) How important is it to record all 
significant events occurring during 
your shift? 

1.2 1.1 3.1 3.6 8.6 23.7 58.7 6.23 1.24 

(i72) How important is it to manage 
media contacts during an incident 
within established guidelines, and 
adapt knowledge to unique 
situations? 

3.3 4.0 5.1 6.9 16.9 21.7 42.1 5.63 1.63 
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Figure 22. The three technical competencies rated by respondents as the most important to their 

positions. 

 

(i70) How important is it to use general radio and emergency operation terminology and 

procedures terminology (e.g. medical, law enforcement, SAR, etc.)? 

 

(i71) How important is it to record all significant events occurring during your shift? 

 

(i72) How important is it to manage media contacts during an incident within established 

guidelines, and adapt knowledge to unique situations? 
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Table 24.  Perceptions of Preparedness Among Visitor and Resource Protection Regarding Emergency 

Communications and Dispatching (N=644) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Emergency Communications and 
Dispatching 

       5.48 1.46 

(p70) How well prepared are you to use 
general radio and emergency 
operation terminology and 
procedures terminology (e.g. 
medical, law enforcement, SAR, 
etc.)? 

0.9 1.4 2.2 4.0 10.2 27.5 53.7 6.19 1.19 

(p71) How well prepared are you to 
record all significant events 
occurring during your shift? 

1.6 3.5 3.1 6.9 15.7 29.6 39.5 5.79 1.42 

(p72) How well prepared are you to 
manage media contacts during an 
incident within established 
guidelines, and adapt knowledge 
to unique situations? 

6.8 10.5 12.3 17.2 20.9 19.1 13.2 4.45 1.77 
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Figure 23. The three technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p72) How well prepared are you to manage media contacts during an incident within 

established guidelines, and adapt knowledge to unique situations? 

 

(p71) How well prepared are you to record all significant events occurring during your shift? 

 

(p70) How well prepared are you to use general radio and emergency operation terminology and 

procedures terminology (e.g. medical, law enforcement, SAR, etc.)? 
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Table 25.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Emergency Communications and Dispatching (N=644) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Emergency Communications and Dispatching 6.12 5.48 -0.66 1.55 

(g70) The ability to use general radio and emergency 
operation terminology and procedures terminology 
(e.g. medical, law enforcement, SAR, etc.)? 

6.52 6.19 -0.34 1.22 

(g71) The ability to record all significant events 
occurring during your shift? 

6.23 5.79 -0.46 1.56 

(g72) The ability to manage media contacts during an 
incident within established guidelines, and adapt 
knowledge to unique situations? 

5.63 4.45 -1.18 1.87 

 

 
 

Figure 24. The three technical competencies with the largest gaps (difference between 

preparedness and importance). 

(g72) The ability to manage media contacts during an incident within established guidelines, and 
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Public Health 

In the tables and bar charts below, the analyses of Public Health technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

 

Table 26.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Public Health (N=350) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Public Health        6.24 1.18 

(i74) How important is it to recognize 
and report potential public health 
hazards or problems? 

0 0.6 0.3 1.7 5.6 19.7 72.2 6.60 0.78 

(i75) How important is it to collaborate 
with staff resources, including 
NPS Office of Public Health 
(OPH) and other agencies, to 
respond to public health issues? 

0.3 2.3 3.5 4.3 8.9 25.6 55.0 6.16 1.24 

(i76) How important is it to manage 
security parameters for vital public 
utility systems where applicable? 

2.9 2.2 4.5 6.1 8.3 22.1 53.8 5.96 1.53 
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Figure 25. The three technical competencies rated by respondents as the most important to their 

positions. 
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Health (OPH) and other agencies, to respond to public health issues? 

 

(i76) How important is it to manage security parameters for vital public utility systems where 

applicable? 

 

  

6.6 

6.16 

5.96 

5.6

5.8

6

6.2

6.4

6.6

6.8

i74 i75 i76

M
ea

n
 I

m
p

o
rt

a
n

ce
 

Importance Competencies 

Most Important Competencies for Public 

Health 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 57  ~  

 Use Navigation Pane to move about electronic document   

Table 27.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Public 

Health (N=350) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Public Health        4.76 1.65 

(p74) How well prepared are you to 
recognize and report potential 
public health hazards or problems? 

1.1 3.7 6.8 15.8 19.7 33.2 19.7 5.28 1.41 

(p75) How well prepared are you to 
collaborate with staff resources, 
including NPS Office of Public 
Health (OPH) and other agencies, 
to respond to public health issues? 

4.9 9.7 12.9 14.9 19.1 24.0 14.6 4.64 1.74 

(p76) How well prepared are you to 
manage security parameters for 
vital public utility systems where 
applicable? 

7.7 12.6 11.0 19.0 17.1 20.3 12.3 4.35 1.81 
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Figure 26. The three technical competencies rated by respondents as areas where they are least 

prepared. 

(p76) How well prepared are you to manage security parameters for vital public utility systems 

where applicable? 
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Public Health (OPH) and other agencies, to respond to public health issues? 

 

(p74) How well prepared are you to recognize and report potential public health hazards or 

problems? 

  

4.35 
4.64 

5.28 

0

1

2

3

4

5

6

p76 p75 p74

M
ea

n
 P

re
p

a
re

d
n

es
s 

Preparedness Competencies 

Competencies for Public Health Where 

Respondents Felt Least Prepared 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 59  ~  

 Use Navigation Pane to move about electronic document   

Table 28.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Public Health (N=350) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Public Health 6.24 4.76 -1.48 1.63 

(g74) The ability to recognize and report potential public 
health hazards or problems? 

6.60 5.28 -1.32 1.37 

(g75) The ability to collaborate with staff resources, 
including NPS Office of Public Health (OPH) and 
other agencies, to respond to public health issues? 

6.16 4.64 -1.51 1.74 

(g76) The ability to manage security parameters for vital 
public utility systems where applicable? 

5.96 4.35 -1.62 1.79 

 

 

 
 

Figure 27. The three technical competencies with the largest gaps (difference between 

preparedness and importance). 
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Visitor Safety 

In the tables and bar charts below, the analyses of Visitor Safety technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

 

Table 29.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Visitor Safety (N=698) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Visitor Safety        5.92 1.30 

(i78)  How important is it to demonstrate 
knowledge of staff roles and 
responsibilities for visitor safety, 
risk management, and tort claims? 

0.9 0.9 2.3 5.7 14.9 30.1 45.2 6.04 1.18 

(i79)  How important is it to create and 
implement visitor safety policies, a 
park safety plan and lead or 
coordinate with the park safety 
committee as applicable to your 
park unit? 

1.0 1.6 4.0 9.2 17.3 23.5 43.3 5.84 1.35 

(i80)  How important is it to recognize 
and respond to hazardous 
conditions or unsafe visitor 
behavior and document decisions 
that impact visitor safety? 

0.4 0.3 0.7 1.6 7.7 22.6 66.7 6.50 0.88 

(i81)  How important is it to collect and 
manage visitor safety data? 

2.7 3.8 7.2 10.8 20.9 21.9 32.7 5.40 1.59 

(i82)  How important is it to conduct 
root cause analysis and apply 
lessons learned to a safety 
program? 

2.5 3.9 5.7 7.6 16.3 24.5 39.6 5.63 1.58 

(i83)  How important is it to collaborate 
with internal and external safety 
specialists on a range of visitor 
safety issues? 

2.3 4.0 5.5 12.1 19.5 22.6 33.9 5.46 1.56 

(i84)  How important is it to investigate 
or assist in the investigation of a 
serious visitor incident or near 
misses? 

0.7 1.6 1.3 3.5 11.2 22.5 59.1 6.27 1.16 

(i85) How important is it to integrate 
safety, health, and wellness into 
operational programs? 

0.4 0.3 1.9 5.0 12.9 25.3 54.2 6.22 1.07 
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Figure 28. The eight technical competencies rated by respondents as the most important to their 

positions. 

 

(i80) How important is it to recognize and respond to hazardous conditions or unsafe visitor 

behavior and document decisions that impact visitor safety? 
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Table 30.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Visitor 

Safety ( N=698) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Visitor Safety        4.75 1.61 

(p78)  How well prepared are you to 
demonstrate knowledge of staff 
roles and responsibilities for 
visitor safety, risk management, 
and tort claims? 

2.0 5.2 7.8 17.1 22.6 29.3 15.9 5.05 1.49 

(p79)  How well prepared are you to 
create and implement visitor 
safety policies, a park safety plan 
and lead or coordinate with the 
park safety committee as 
applicable to your park unit? 

3.0 8.0 11.7 16.8 24.5 22.9 13.1 4.73 1.59 

(p80)  How well prepared are you to 
recognize and respond to 
hazardous conditions or unsafe 
visitor behavior and document 
decisions that impact visitor 
safety? 

1.4 2.2 3.8 9.6 21.0 34.9 27.1 5.60 1.32 

(p81)  How well prepared are you to 
collect and manage visitor safety 
data? 

7.9 12.0 15.3 17.9 20.5 16.7 9.6 4.20 1.75 

(p82)  How well prepared are you to 
conduct root cause analysis and 
apply lessons learned to a safety 
program? 

11.3 10.3 14.8 15.0 22.1 17.1 9.4 4.15 1.82 

(p83)  How well prepared are you to 
collaborate with internal and 
external safety specialists on a 
range of visitor safety issues? 

8.0 9.7 13.7 19.7 21.4 16.4 11.1 4.30 1.74 

(p84)  How well prepared are you to 
investigate or assist in the 
investigation of a serious visitor 
incident or near misses? 

3.5 5.6 10.5 13.9 19.9 28.7 17.9 4.99 1.62 

(p85) How well prepared are you to 
integrate safety, health, and 
wellness into operational 
programs? 

2.8 5.1 9.4 15.3 25.1 26.3 16.0 4.98 1.53 
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Figure 29. The eight technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p82) How well prepared are you to conduct root cause analysis and apply lessons learned to a 

safety program? 

 

(p81) How well prepared are you to collect and manage visitor safety data? 
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range of visitor safety issues? 

 

(p79) How well prepared are you to create and implement visitor safety policies, a park safety 

plan and lead or coordinate with the park safety committee as applicable to your park unit? 

 

(p85) How well prepared are you to integrate safety, health, and wellness into operational 

programs? 

 

(p84) How well prepared are you to investigate or assist in the investigation of a serious visitor 

incident or near misses? 

 

(p78) How well prepared are you to demonstrate knowledge of staff roles and responsibilities 

for visitor safety, risk management, and tort claims? 
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visitor behavior and document decisions that impact visitor safety? 
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Table 31.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Visitor Safety (N=698) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Visitor Safety 5.92 4.75 -1.18 1.60 

(g78)  Knowledge of staff roles and responsibilities for 

visitor safety, risk management, and tort claims? 
6.04 5.05 -1.00 1.40 

(g79)  The ability to create and implement visitor safety 

policies, a park safety plan and lead or coordinate 

with the park safety committee as applicable to your 

park unit? 

5.84 4.73 -1.12 1.58 

(g80)  The ability to recognize and respond to hazardous 

conditions or unsafe visitor behavior and document 

decisions that impact visitor safety? 

6.50 5.60 -0.90 1.25 

(g81)  The ability to collect and manage visitor safety 

data? 
5.40 4.20 -1.20 1.81 

(g82)  The ability to conduct root cause analysis and apply 

lessons learned to a safety program? 
5.63 4.15 -1.49 1.79 

(g83)  The ability to collaborate with internal and external 

safety specialists on a range of visitor safety issues? 
5.46 4.30 -1.17 1.78 

(g84)  The ability to investigate or assist in the 

investigation of a serious visitor incident or near 

misses? 

6.27 4.99 -1.29 1.60 

(g85) The ability to integrate safety, health, and wellness 

into operational programs? 
6.22 4.98 -1.24 1.57 
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Figure 30. The eight technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g82) The ability to conduct root cause analysis and apply lessons learned to a safety program 

 

(g84) The ability to investigate or assist in the investigation of a serious visitor incident or near 
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Employee Safety 

In the tables and bar charts below, the analyses of Employee Safety technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

 

Table 32.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Employee Safety (N=755) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Employee Safety        6.32 1.05 

(i87)  How important is it to demonstrate 
knowledge of employee roles and 
responsibilities for adherence to 
occupational health and safety 
policies? 

0.5 0.9 1.6 5.1 11.2 27.5 53.1 6.21 1.11 

(i88)  How important is it to perform 
work safely including using proper 
personal protective equipment? 

0 0 0 1.1 1.6 14.8 82.6 6.79 0.51 

(i89)  How important is it to apply 
principles of best safety practices 
(including Job Hazard Analysis 
(JHA) and Operational Leadership 
(OL), and other risk management 
tools? 

1.2 1.2 2.7 4.5 8.6 26.2 55.6 6.19 1.24 

(i90)  How important is it to apply 
OSHA requirements? 

1.9 1.8 4.5 5.7 12.2 26.8 47.3 5.94 1.41 

 

 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 67  ~  

 Use Navigation Pane to move about electronic document   

 
 

Figure 31. The four technical competencies rated by respondents as the most important to their 

positions. 

 

(i88) How important is it to perform work safely including using proper personal protective 

equipment? 

 

(i87) How important is it to demonstrate knowledge of employee roles and responsibilities for 

adherence to occupational health and safety policies? 

 

(i89) How important is it to apply principles of best safety practices (including Job Hazard 

Analysis (JHA) and Operational Leadership (OL), and other risk management tools? 

 

(i90) How important is it to apply OSHA requirements? 
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Table 33.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Employee Safety (N=755) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Employee Safety        5.45 1.35 

(p87)  How well prepared are you to 
demonstrate knowledge of 
employee roles and 
responsibilities for adherence to 
occupational health and safety 
policies? 

1.5 2.8 6.7 14.7 25.4 31.1 17.9 5.25 1.37 

(p88)  How well prepared are you to 
perform work safely including 
using proper personal protective 
equipment? 

0.1 0.5 1.8 4.6 11.3 32.3 49.4 6.21 1.01 

(p89)  How well prepared are you to 
apply principles of best safety 
practices (including Job Hazard 
Analysis (JHA) and Operational 
Leadership (OL), and other risk 
management tools? 

1.7 2.5 4.6 10.4 18.9 35.3 26.5 5.54 1.38 

(p90)  How well prepared are you to 
apply OSHA requirements? 

6.1 6.1 12.9 18.0 21.5 22.7 12.7 4.62 1.68 
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Figure 32. The four technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p90) How well prepared are you to apply OSHA requirements? 

 

(p87) How well prepared are you to demonstrate knowledge of employee roles and 

responsibilities for adherence to occupational health and safety policies? 

 

(p89) How well prepared are you to apply principles of best safety practices (including Job 

Hazard Analysis (JHA) and Operational Leadership (OL), and other risk management 

tools? 

 

(p88) How well prepared are you to perform work safely including using proper personal 

protective equipment? 
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Table 34.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Employee Safety (N=755) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Employee Safety 6.32 5.45 -0.87 1.29 

(g87)  Knowledge of employee roles and responsibilities 

for adherence to occupational health and safety 

policies? 

6.21 5.25 -0.96 1.26 

(g88)  The ability to perform work safely including using 

proper personal protective equipment? 
6.79 6.21 -0.58 0.95 

(g89)  The ability to apply principles of best safety 

practices (including Job Hazard Analysis (JHA) and 

Operational Leadership (OL), and other risk 

management tools? 

6.19 5.54 -0.65 1.43 

(g90)  The ability to apply OSHA requirements? 5.94 4.62 -1.31 1.63 
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Figure 33. The five technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g90) The ability to apply OSHA requirements 

 

(g87) Knowledge of employee roles and responsibilities for adherence to occupational health 

and safety policies 

 

(g89) The ability to apply principles of best safety practices (including Job Hazard Analysis 

(JHA) and Operational Leadership (OL), and other risk management tools 

 

(g88) The ability to perform work safely including using proper personal protective equipment 
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Employee Health and Wellness 

In the tables and bar charts below, the analyses of Employee Health and Wellness technical 

competencies (knowledge, skills, abilities or behaviors) are shown for importance, preparedness, 

and the calculated gaps between the two concepts. 

 

Table 35.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Employee Health and Wellness (N=663) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Employee Health and Wellness        6.18 1.11 

(i93)  How important is it to apply NPS 
health, wellness, and fitness 
programs? 

0.3 0.4 0.4 2.7 5.7 27.9 62.5 6.47 0.87 

(i94)  How important is it to integrate 
best practices and lessons learned 
into park programs? 

0.6 0.9 1.7 4.8 12.3 31.5 48.2 6.15 1.11 

(i95)  How important is it to design, 
implement, and evaluate a health 
and wellness program? 

1.7 1.5 3.2 6.0 16.5 27.8 43.4 5.91 1.34 
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Figure 34. The three technical competencies rated by respondents as most important to their 

positions. 

 

(i93) How important is it to apply NPS health, wellness, and fitness programs? 

 

(i94) How important is it to integrate best practices and lessons learned into park programs? 

 

(i95) How important is it to design, implement, and evaluate a health and wellness program? 
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Table 36.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Employee Health and Wellness (N=663) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Employee Health and Wellness        4.83 1.64 

(p93)  How well prepared are you to 
apply NPS health, wellness, and 
fitness programs? 

3.1 5.7 6.0 12.4 19.4 28.7 24.7 5.24 1.61 

(p94)  How well prepared are you to 
integrate best practices and lessons 
learned into park programs? 

4.1 6.0 8.0 18.7 20.4 28.5 14.3 4.88 1.60 

(p95)  How well prepared are you to 
design, implement, and evaluate a 
health and wellness program? 

7.2 9.4 13.1 20.5 19.0 21.7 9.1 4.36 1.71 
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Figure 35. The three technical competencies rated by respondents as areas where they are least 

prepared. 

(p95) How well prepared are you to design, implement, and evaluate a health and wellness 

program? 

 

(p94) How well prepared are you to integrate best practices and lessons learned into park 

programs? 

 

(p93) How well prepared are you to apply NPS health, wellness, and fitness programs? 
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Table 37.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Employee Health and Wellness (N=663) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Employee Health and Wellness 6.18 4.83 -1.34 1.71 

(g93)  The ability to apply NPS health, wellness, and 
fitness programs? 

6.47 5.24 -1.22 1.73 

(g94)  The ability to integrate best practices and 
lessons learned into park programs? 

6.15 4.88 -1.27 1.59 

(g95)  The ability to design, implement, and evaluate 
a health and wellness program? 

5.91 4.36 -1.54 1.80 

 

 

 
 

Figure 36. The three technical competencies with the largest gaps (difference between 

preparedness and importance). 

 

(g95) The ability to design, implement, and evaluate a health and wellness program 
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Leadership 

In the tables and bar charts below, the analyses of Leadership technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

Table 38.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Leadership (N=716) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Leadership        6.54 0.80 

(i97)  How important is it to treat others 
with courtesy, sensitivity, and 
respect. The ability to consider 
and respond appropriately to the 
needs and feelings of different 
people in different situations? 

0.3 0.3 0.7 1.5 6.0 18.1 73.1 6.59 0.82 

(i98)  How important is it to identify and 
analyze problems; weigh 
relevance and accuracy of 
information; generate and evaluate 
alternative solutions; make 
recommendations? 

0 0 0.1 1.4 3.9 22.9 71.6 6.64 0.64 

(i99)  How important is it to inspire and 
foster team commitment, spirit, 
pride, and trust. The ability to 
facilitate cooperation and motivate 
team members to accomplish 
group goals? 

0.4 0.6 0.6 0.6 3.5 18.1 76.3 6.66 0.80 

(i100) How important is it to understand 
and appropriately apply principles, 
procedures, requirements, 
regulations, and policies related to 
specialized expertise? 

0.1 0.3 0.3 2.4 7.7 24.2 65.0 6.50 0.83 

(i101) How important is it to hold self 
and others accountable for 
measurable high-quality, timely, 
and cost effective results. Have 
competence determining 
objectives, setting priorities, and 
delegating work (if applicable). 
The ability to accept responsibility 
for mistakes and comply with 
established control systems and 
rules? 

0 0.1 0 1.6 5.1 17.9 75.3 6.67 0.67 

 

continued…/ 
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Table 38.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Leadership (N=716) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

(i102) How important is it to persuade 
others; build consensus through 
give and take; gain cooperation 
from others to obtain information 
and accomplish goals? 

0.1 0.4 1.1 3.5 9.9 26.7 58.1 6.35 0.95 

(i103) How important is it to encourage 
creative tension and differences of 
opinions. The ability to anticipate 
and take steps to prevent counter-
productive confrontations. The 
ability to manage and resolve 
conflicts and disagreements in a 
constructive manner? 

0 0.4 1.0 3.7 9.1 27.2 58.6 6.38 0.92 

(i104) How important is it to develop the 
ability of others to perform and 
contribute to the organization by 
providing ongoing feedback and 
opportunities to learn through 
formal and informal methods? 

0 0.3 0.6 1.8 6.2 23.4 67.7 6.55 0.78 
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Figure 37. The eight technical competencies rated by respondents as the most important to their 

positions. 

(i101) How important is it to hold self and others accountable for measurable high-quality, 

timely, and cost effective results. Have competence determining objectives, setting 

priorities, and delegating work (if applicable). The ability to accept responsibility for 

mistakes and comply with established control systems and rules? 

 

(i99) How important is it to inspire and foster team commitment, spirit, pride, and trust. The 

ability to facilitate cooperation and motivate team members to accomplish group goals? 

 

(i98) How important is it to identify and analyze problems; weigh relevance and accuracy of 

information; generate and evaluate alternative solutions; make recommendations? 

 

(i97) How important is it to treat others with courtesy, sensitivity, and respect. The ability to 

consider and respond appropriately to the needs and feelings of different people in 

different situations? 

 

(i104) How important is it to develop the ability of others to perform and contribute to the 

organization by providing ongoing feedback and opportunities to learn through formal 

and informal methods? 

 

(i100) How important is it to understand and appropriately apply principles, procedures, 

requirements, regulations, and policies related to specialized expertise? 
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(i103) How important is it to encourage creative tension and differences of opinions. The ability 

to anticipate and take steps to prevent counter-productive confrontations. The ability to 

manage and resolve conflicts and disagreements in a constructive manner? 

 

(i102) How important is it to persuade others; build consensus through give and take; gain 

cooperation from others to obtain information and accomplish goals? 

 

Table 39.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Leadership (N=716) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Leadership        5.55 1.29 

(p97)  How well prepared are you to 
treat others with courtesy, 
sensitivity, and respect. The 
ability to consider and respond 
appropriately to the needs and 
feelings of different people in 
different situations? 

0.4 0.6 0.7 3.3 11.5 34.8 48.7 6.24 0.97 

(p98)  How well prepared are you to 
identify and analyze problems; 
weigh relevance and accuracy of 
information; generate and 
evaluate alternative solutions; 
make recommendations? 

0.7 0.7 2.1 6.6 19.2 37.5 33.3 5.88 1.12 

(p99)  How well prepared are you to 
inspire and foster team 
commitment, spirit, pride, and 
trust. The ability to facilitate 
cooperation and motivate team 
members to accomplish group 
goals? 

2.0 2.2 3.4 11.2 20.6 32.4 28.3 5.56 1.38 

(p100)  How well prepared are you to 
understand and appropriately 
apply principles, procedures, 
requirements, regulations, and 
policies related to specialized 
expertise? 

0.8 2.3 4.4 13.7 24.0 34.7 20.1 5.42 1.28 

(p101)  How well prepared are you to 
hold self and others accountable 
for measurable high-quality, 
timely, and cost effective 
results. Have competence 
determining objectives, setting 
priorities, and delegating work 
(if applicable). The ability to 
accept responsibility for 
mistakes and comply with 
established control systems and 
rules? 

1.5 2.4 5.4 8.9 20.1 33.2 28.5 5.57 1.38 

continued…/ 
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Table 39.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding 

Leadership (N=716) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

(p102)  How well prepared are you to 
persuade others; build consensus 
through give and take; gain 
cooperation from others to 
obtain information and 
accomplish goals? 

1.4 2.0 7.2 10.5 25.6 32.9 20.5 5.38 1.34 

(p103)  How well prepared are you to 
encourage creative tension and 
differences of opinions. The 
ability to anticipate and take 
steps to prevent counter-
productive confrontations. The 
ability to manage and resolve 
conflicts and disagreements in a 
constructive manner? 

2.3 3.5 6.2 15.4 28.9 27.6 16.1 5.12 1.41 

(p104)  How well prepared are you to 
develop the ability of others to 
perform and contribute to the 
organization by providing 
ongoing feedback and 
opportunities to learn through 
formal and informal methods? 

2.3 3.4 6.1 12.2 26.3 31.0 18.8 5.25 1.43 
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Figure 38. The eight technical competencies rated by respondents as areas where they are least 

prepared. 

(p103) How well prepared are you to encourage creative tension and differences of opinions. 

The ability to anticipate and take steps to prevent counter-productive confrontations. The 

ability to manage and resolve conflicts and disagreements in a constructive manner? 

 

(p104) How well prepared are you to develop the ability of others to perform and contribute to 

the organization by providing ongoing feedback and opportunities to learn through 

formal and informal methods? 

 

(p102) How well prepared are you to persuade others; build consensus through give and take; 

gain cooperation from others to obtain information and accomplish goals? 

 

(p100) How well prepared are you to understand and appropriately apply principles, procedures, 

requirements, regulations, and policies related to specialized expertise? 

 

(p99) How well prepared are you to inspire and foster team commitment, spirit, pride, and trust. 

The ability to facilitate cooperation and motivate team members to accomplish group 

goals? 

 

(p101) How well prepared are you to hold self and others accountable for measurable high-

quality, timely, and cost effective results. Have competence determining objectives, 

setting priorities, and delegating work (if applicable). The ability to accept responsibility 

for mistakes and comply with established control systems and rules? 
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(p98) How well prepared are you to identify and analyze problems; weigh relevance and 

accuracy of information; generate and evaluate alternative solutions; make 

recommendations? 

 

(p97) How well prepared are you to treat others with courtesy, sensitivity, and respect. The 

ability to consider and respond appropriately to the needs and feelings of different people 

in different situations? 

 

Table 40.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Leadership (N=716) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Leadership 6.54 5.55 -0.99 1.32 

(g97)  The ability to treat others with courtesy, sensitivity, 
and respect. The ability to consider and respond 
appropriately to the needs and feelings of different 
people in different situations? 

6.59 6.24 -0.35 1.01 

(g98)  The ability to identify and analyze problems; weigh 
relevance and accuracy of information; generate 
and evaluate alternative solutions; make 
recommendations? 

6.64 5.88 -0.76 1.11 

(g99)  The ability to inspire and foster team commitment, 
spirit, pride, and trust. The ability to facilitate 
cooperation and motivate team members to 
accomplish group goals? 

6.66 5.56 -1.10 1.46 

(g100)  The ability to understand and appropriately apply 
principles, procedures, requirements, regulations, 
and policies related to specialized expertise? 

6.50 5.42 -1.08 1.26 

(g101) The ability to hold self and others accountable for 
measurable high-quality, timely, and cost effective 
results. Have competence determining objectives, 
setting priorities, and delegating work (if 
applicable). The ability to accept responsibility for 
mistakes and comply with established control 
systems and rules? 

6.67 5.57 -1.10 1.38 

(g102)  The ability to persuade others; build consensus 
through give and take; gain cooperation from 
others to obtain information and accomplish goals? 

6.35 5.38 -0.98 1.35 

(g103)  The ability to encourage creative tension and 
differences of opinions. The ability to anticipate 
and take steps to prevent counter-productive 
confrontations. The ability to manage and resolve 
conflicts and disagreements in a constructive 
manner? 

6.38 5.12 -1.25 1.49 

(g104)  Skills in developing the ability of others to perform 
and contribute to the organization by providing 
ongoing feedback and opportunities to learn 
through formal and informal methods? 

6.55 5.25 -1.29 1.46 
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Figure 39. The eight technical competencies with the largest gaps (difference between 

preparedness and importance). 

(g104) Skills in developing the ability of others to perform and contribute to the organization by 

providing ongoing feedback and opportunities to learn through formal and informal 

methods 
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anticipate and take steps to prevent counter-productive confrontations. The ability to 

manage and resolve conflicts and disagreements in a constructive manner 

 

(g99) The ability to inspire and foster team commitment, spirit, pride, and trust. The ability to 

facilitate cooperation and motivate team members to accomplish group goals 

 

(g101) The ability to hold self and others accountable for measurable high-quality, timely, and 

cost effective results. Have competence determining objectives, setting priorities, and 

delegating work (if applicable). The ability to accept responsibility for mistakes and 

comply with established control systems and rules 

 

(g100) The ability to understand and appropriately apply principles, procedures, requirements, 

regulations, and policies related to specialized expertise 

 

(g102) The ability to persuade others; build consensus through give and take; gain cooperation 

from others to obtain information and accomplish goals 

 

(g98) The ability to identify and analyze problems; weigh relevance and accuracy of 

information; generate and evaluate alternative solutions; make recommendations 
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(g97) The ability to treat others with courtesy, sensitivity, and respect. The ability to consider 

and respond appropriately to the needs and feelings of different people in different 

situations 

 

 

Special Park Use Management 

In the tables and bar charts below, the analyses of Special Park Use Management technical 

competencies (knowledge, skills, abilities or behaviors) are shown for importance, preparedness, 

and the calculated gaps between the two concepts. 

 

Table 41.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Special Park Use Management (N=323) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Special Park Use Management        6.08 1.19 

(i106) How important is it to demonstrate 
knowledge of special park uses as 
defined and required by law, 
regulation, and policy? 

0.3 0.9 1.2 1.8 8.9 35.7 51.1 6.30 0.96 

(i107) How important is it to exhibit 
knowledge of special park use 
permitting process? 

0.6 1.9 1.9 3.4 13.1 32.5 46.6 6.10 1.16 

(i108) How important is it to monitor 
permitted activities for compliance 
with permit terms and conditions? 

0.6 0.9 2.5 4.1 9.1 28.0 54.7 6.23 1.13 

(i109) How important is it to demonstrate 
knowledge of other NPS permit 
programs (e.g. RPRS, CUAs, 
NAGPRA)? 

1.6 1.6 2.9 7.1 21.0 26.5 39.4 5.81 1.33 

(i110) How important is it to manage 
special park use program, 
including developing park permit 
process, cost recovery procedures, 
and guidelines for appropriate use? 

2.2 2.2 1.3 5.8 13.1 28.5 46.8 5.98 1.37 

 

http://www.surveymonkey.com/MySurvey_EditPage.aspx?sm=wEUk7XC8KgaeSOC15ejr40Picwmon1Myff38aiNgIZDtx9zINaoKWLXr9scvn%2b1%2f&TB_iframe=true&height=450&width=650
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Figure 40. The five technical competencies rated by respondents as the most important to their 

positions. 

 

(i106) How important is it to demonstrate knowledge of special park uses as defined and 

required by law, regulation, and policy? 

 

(i108) How important is it to monitor permitted activities for compliance with permit terms and 

conditions? 

 

(i107) How important is it to exhibit knowledge of special park use permitting process? 

 

(i110) How important is it to manage special park use program, including developing park 

permit process, cost recovery procedures, and guidelines for appropriate use? 

 

(i109) How important is it to demonstrate knowledge of other NPS permit programs (e.g. RPRS, 

CUAs, NAGPRA)? 

  

6.3 

6.23 

6.1 

5.98 

5.81 

5.5

5.6

5.7

5.8

5.9

6

6.1

6.2

6.3

6.4

i106 i108 i107 i110 i109

M
ea

n
 I

m
p

o
rt

a
n

ce
 

Importance Competencies 

Most Important Competencies for Special 

Park Use Management 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 87  ~  

 Use Navigation Pane to move about electronic document   

Table 42.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Special 

Park Use Management (N=323) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Special Park Use Management        4.82 1.58 

(p106)  How well prepared are you to 
demonstrate knowledge of 
special park uses as defined and 
required by law, regulation, and 
policy? 

1.2 4.6 9.0 12.4 27.2 30.0 15.5 5.12 1.42 

(p107)  How well prepared are you to 
exhibit knowledge of special 
park use permitting process? 

2.5 4.0 10.3 15.9 21.8 31.2 14.3 5.01 1.49 

(p108)  How well prepared are you to 
monitor permitted activities for 
compliance with permit terms 
and conditions? 

2.8 6.0 5.3 11.9 19.7 29.8 24.5 5.27 1.59 

(p109)  How well prepared are you to 
demonstrate knowledge of other 
NPS permit programs (e.g. 
RPRS, CUAs, NAGPRA)? 

7.6 9.2 17.5 14.0 27.6 15.9 8.3 4.25 1.68 

(p110)  How well prepared are you to 
manage special park use 
program, including developing 
park permit process, cost 
recovery procedures, and 
guidelines for appropriate use? 

7.4 8.4 11.0 20.0 21.6 21.3 10.3 4.45 1.71 
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Figure 41. The five technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p109)  How well prepared are you to demonstrate knowledge of other NPS permit programs 

(e.g. RPRS, CUAs, NAGPRA)? 

 

(p110)  How well prepared are you to manage special park use program, including developing 

park permit process, cost recovery procedures, and guidelines for appropriate use? 

 

(p107)  How well prepared are you to exhibit knowledge of special park use permitting process? 

 

(p106)  How well prepared are you to demonstrate knowledge of special park uses as defined and 

required by law, regulation, and policy? 

 

(p108) How well prepared are you to monitor permitted activities for compliance with permit 

terms and conditions? 
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Table 43.  Preparation/Importance Gaps in Visitor and Resource Protection Regarding Special Park Use 

Management (N=323) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Special Park Use Management 6.08 4.82 -1.26 1.51 

(g106)  Knowledge of special park uses as defined and 
required by law, regulation, and policy? 

6.30 5.12 -1.18 1.38 

(g107)  Knowledge of special park use permitting 
process? 

6.10 5.01 -1.10 1.50 

(g108)  The ability to monitor permitted activities for 
compliance with permit terms and conditions? 

6.23 5.27 -0.97 1.43 

(g109) Knowledge of other NPS permit programs (e.g. 
RPRS, CUAs, NAGPRA)? 

5.81 4.25 -1.51 1.62 

(g110)  The ability to manage special park use program, 
including developing park permit process, cost 
recovery procedures, and guidelines for 
appropriate use? 

5.98 4.45 -1.53 1.61 

 

 
 

Figure 42. The five technical competencies with the largest gaps (difference between 

preparedness and importance). 

(g110)  The ability to manage special park use program, including developing park permit 

process, cost recovery procedures, and guidelines for appropriate use 
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(g107) Knowledge of special park use permitting process 

 

(g108) The ability to monitor permitted activities for compliance with permit terms and 

conditions 

 

NPS Regulations 

In the tables and bar charts below, the analyses of NPS Regulations technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

 

Table 44.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding NPS Regulations (N=669) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

NPS Regulations        6.39 1.08 

(i112) How important is it to 
demonstrate knowledge of types 
of jurisdiction and NPS 
enforcement responsibility? 

0.6 0.9 1.8 3.4 5.0 15.0 73.4 6.50 1.06 

(i113) How important is it to 
demonstrate knowledge of the 
hierarchy of laws, regulations, 
policies, and rulemaking 
process? 

0.4 0.9 2.4 2.6 12.6 22.1 59.0 6.28 1.10 
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Figure 43. The two technical competencies rated by respondents as the most important to their 

positions. 
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Table 45.  Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding NPS 

Regulations (N=669) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

NPS Regulations        5.69 1.40 

(p112)  How well prepared are you to 
demonstrate knowledge of types 
of jurisdiction and NPS 
enforcement responsibility? 

1.8 1.9 3.6 6.1 14.2 32.0 40.4 5.87 1.36 

(p113) How well prepared are you to 
demonstrate knowledge of the 
hierarchy of laws, regulations, 
policies, and rulemaking 
process? 

1.5 2.6 6.6 10.3 20.0 29.9 29.1 5.51 1.43 

 

 

 
 

Figure 44. The two technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p113) How well prepared are you to demonstrate knowledge of the hierarchy of laws, 
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Table 46.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

NPS Regulations (N=669) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

NPS Regulations 6.39 5.69 -0.71 1.18 

(g112)  Knowledge of types of jurisdiction and NPS 

enforcement responsibility? 
6.50 5.87 -0.65 1.16 

(g113) Knowledge of the hierarchy of laws, 

regulations, policies, and rulemaking process? 
6.28 5.51 -0.77 1.20 

 

 
 

Figure 45. The two technical competencies with the largest gaps (difference between 

preparedness and importance). 
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(g112) Knowledge of types of jurisdiction and NPS enforcement responsibility 

 

 

  

-0.77 

-0.65 

-0.8

-0.75

-0.7

-0.65

-0.6

-0.55

g113 g112

M
ea

n
 G

a
p

 

Gap Competencies 

Largest Gaps for NPS Regulations 

Competencies 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 94  ~  

 Use Navigation Pane to move about electronic document   

Project Management 

In the tables and bar charts below, the analyses of Project Management technical competencies 

(knowledge, skills, abilities or behaviors) are shown for importance, preparedness, and the 

calculated gaps between the two concepts. 

 

Table 47.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Project Management (N=268) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Project Management        6.04 1.22 

(i115)  How important is it to 
demonstrate knowledge of NPS 
best business management 
processes and practices? 

0.8 1.5 3.0 7.9 14.7 32.3 39.8 5.91 1.25 

(i116)  How important is it to exhibit 
knowledge of existing 
agreements relevant to a park 
unit and their effect on 
project/program management? 

0.4 1.5 1.5 5.2 15.7 30.0 45.7 6.07 1.14 

(i117)  How important is it to draft, 
review, and as appropriate, 
finalize project and/or program 
proposals for submission? 

0.8 1.1 1.9 4.9 17.7 31.2 42.5 6.01 1.16 

(i118)  How important is it to evaluate 
and report progress, adjust 
workloads, track costs and make 
necessary adjustments? 

1.1 1.9 0.8 3.8 14.8 25.8 51.9 6.14 1.21 

(i119)  How important is it to identify 
obstacles including 
environmental, fiscal and 
liability issues that impact 
project management and 
completion? 

0.8 1.2 1.5 4.6 15.4 26.5 50.0 6.12 1.16 

(i120)  How important is it to 
communicate with and analyze 
input from stakeholders, 
cooperators, and partners so that 
they understand and support the 
projects? 

1.2 1.2 2.3 5.0 14.2 27.3 48.8 6.07 1.23 

(i121)  How important is it to 
demonstrate knowledge of NPS 
planning processes, including 
compliance requirements? 

1.5 1.9 4.2 3.8 16.7 23.5 48.5 5.97 1.37 
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Figure 46. The seven technical competencies rated by respondents as the most important to their 

positions. 
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Table 48. Perceptions of Preparedness Among Visitor and Resource Protection Employees Regarding Project 

Management (N=268) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Project Management        4.58 1.63 

(p115)  How well prepared are you to 
demonstrate knowledge of NPS 
best business management 
processes and practices? 

4.9 7.8 17.9 22.4 22.8 15.7 8.6 4.32 1.57 

(p116)  How well prepared are you to 
exhibit knowledge of existing 
agreements relevant to a park 
unit and their effect on 
project/program management? 

4.2 9.5 12.5 21.6 23.1 15.2 14.0 4.52 1.65 

(p117)  How well prepared are you to 
draft, review, and as 
appropriate, finalize project 
and/or program proposals for 
submission? 

5.3 6.4 11.7 18.9 27.9 17.7 12.1 4.59 1.61 

(p118)  How well prepared are you to 
evaluate and report progress, 
adjust workloads, track costs 
and make necessary 
adjustments? 

4.2 6.9 8.0 16.8 27.1 22.5 14.5 4.81 1.60 

(p119)  How well prepared are you to 
identify obstacles including 
environmental, fiscal and 
liability issues that impact 
project management and 
completion? 

6.1 6.1 9.5 17.5 27.4 20.5 12.9 4.67 1.64 

(p120)  How well prepared are you to 
communicate with and analyze 
input from stakeholders, 
cooperators, and partners so that 
they understand and support the 
projects? 

4.6 6.5 9.9 18.3 21.7 25.5 13.7 4.77 1.63 

(p121)  How well prepared are you to 
demonstrate knowledge of NPS 
planning processes, including 
compliance requirements? 

7.2 8.3 13.2 18.9 23.8 18.1 10.6 4.40 1.69 
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Figure 47. The seven technical competencies rated by respondents as areas where they are least 

prepared. 

 

(p115)  How well prepared are you to demonstrate knowledge of NPS best business management 

processes and practices? 
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Table 49.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding 

Project Management (N=268) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Project Management 6.04 4.58 -1.47 1.62 

(g115)  The ability to demonstrate knowledge of NPS 

best business management processes and 

practices? 

5.91 4.32 -1.60 1.52 

(g116)  Knowledge of existing agreements relevant to a 

park unit and their effect on project/program 

management? 

6.07 4.52 -1.55 1.63 

(g117)  The ability to draft, review, and as appropriate, 

finalize project and/or program proposals for 

submission? 

6.01 4.59 -1.41 1.64 

(g118)  The ability to evaluate and report progress, adjust 

workloads, track costs and make necessary 

adjustments? 

6.14 4.81 -1.33 1.60 

(g119)  The ability to identify obstacles including 

environmental, fiscal and liability issues that 

impact project management and completion? 

6.12 4.67 -1.47 1.66 

(g120)  The ability to communicate with and analyze 

input from stakeholders, cooperators, and 

partners so that they understand and support the 

projects? 

6.07 4.77 -1.31 1.66 

(g121) Knowledge of NPS planning processes, including 

compliance requirements? 
5.97 4.40 -1.60 1.61 
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Figure 48. The seven technical competencies with the largest gaps (difference between 

preparedness and importance). 
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Use and Management of Technology 

In the tables and bar charts below, the analyses of Use and Management of Technology 

technical competencies (knowledge, skills, abilities or behaviors) are shown for importance, 

preparedness, and the calculated gaps between the two concepts. 

 

Table 50.  Perceptions of Competency Importance Among Visitor and Resource Protection Employees 

Regarding Use and Management of Technology (N=356) 

Visitor and Resource Protection 

Importance 
1 2 3 4 5 6 7 

Mean 

(7=Extremely 

Important, 

1=Unimportant) 

Standard 

Deviation 

Use and Management of Technology        5.75 1.52 

(i123)  How important is it to 
demonstrate knowledge of 
technology based systems 
utilized by VRP (e.g. project 
definition and funding systems 
like FMSS, PMIS, and FBMS 
etc.)? 

4.9 4.3 7.2 11.6 18.8 22.9 30.1 5.24 1.72 

(i124)  How important is it to insure 
that project actions comply with 
all legal requirements? 

1.7 0.6 3.8 4.1 9.3 19.8 60.6 6.21 1.30 

(i125)  How important is it to partner 
with technology professionals to 
ensure maximum efficiency in 
support of programs, processes, 
and services? 

2.6 0.9 4.0 4.3 15.1 27.1 46.2 5.94 1.39 

(i126)  How important is it to comply 
with the Administrative 
Procedures Act? 

4.9 1.0 7.1 9.1 14.2 19.7 44.0 5.62 1.68 
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Figure 49. The four technical competencies rated by respondents as the most important to their 

positions. 
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Table 51.  Perceptions of Preparedness Among Visitor and Resource Protection Regarding Use and 

Management of Technology (N=356) 

Visitor and Resource Protection 

Preparedness 
1 2 3 4 5 6 7 

Mean 

(7=Extremely Well 

Prepared, 

1=Unprepared) 

Standard 

Deviation 

Use and Management of Technology        3.59 1.76 

(p123) How well prepared are you to 
demonstrate knowledge of 
technology based systems 
utilized by VRP (e.g. project 
definition and funding systems 
like FMSS, PMIS, and FBMS 
etc.)? 

22.5 14.4 20.5 18.4 15.6 6.9 1.7 3.18 1.65 

(p124)  How well prepared are you to 
insure that project actions 
comply with all legal 
requirements? 

13.6 9.5 14.7 18.2 21.4 16.8 5.8 3.98 1.78 

(p125)  How well prepared are you to 
partner with technology 
professionals to ensure 
maximum efficiency in support 
of programs, processes, and 
services? 

12.2 12.7 17.6 19.3 16.4 13.9 7.9 3.88 1.79 

(p126)  How well prepared are you to 
comply with the Administrative 
Procedures Act? 

23.1 13.9 17.7 15.5 16.8 8.9 4.1 3.32 1.80 
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Figure 50. The four technical competencies rated by respondents as areas where they are least 

prepared. 
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Table 52.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Use 

and Management of Technology (N=356) 

Competencies* 
Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I 

Gap 

Standard 

Deviation 

Use and Management of Technology 5.75 3.59 -2.15 1.79 

(g123)  Knowledge of technology based systems utilized 
by VRP (e.g. project definition and funding 
systems like FMSS, PMIS, and FBMS etc.)? 

5.24 3.18 -2.07 1.70 

(g124)  The ability to insure that project actions comply 
with all legal requirements? 

6.21 3.98 -2.23 1.75 

(g125)  The ability to partner with technology 
professionals to ensure maximum efficiency in 
support of programs, processes, and services? 

5.94 3.88 -2.06 1.87 

(g126)  The ability to comply with the Administrative 
Procedures Act? 

5.62 3.32 -2.25 1.84 

 

 
 
Figure 51. The four technical competencies with the largest gaps (difference between 
preparedness and importance). 
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Comparison of Gap Scores Across all Sub-Core Competency Groups 

Even though significant understanding of needed training can be obtained by analyzing 

the gap scores of each sub-core competency group, it is instructive to compare the significance of 

gap scores across all 15 sub-core competency groups. 

As you can see from the data presented in Table 53, the overall means for importance, 

preparedness and gaps are compared.   Overwhelmingly, respondents indicated the Use and 

Management of Technology had the largest gap (-2.15).  This group of competencies produced a 

moderately high score on importance (5.75), but also the lowest score of all when considering 

preparation to perform these competencies (3.59).  The gap score was 0.67 points higher than the 

next group of competencies.  Public Health, Project Management, Backcountry Management, 

Natural and Cultural Resource Protection, Employee Health and Wellness, and Special Park Use 

Management also produced high overall gap scores. 

However, it is important to keep in mind that each sub-core competency potentially had a 

different portion of the VRP population respond to the set of questions.  If a person did not rate 

the importance of a sub-core competency highly (6 or 7 on the 7-pt scale), they were 

automatically skipped to the next battery of questions without being asked about the technical 

competencies under that sub-core group.  The number of respondents for each group are shown 

parenthetically in Table 4 (see page 14). 

 

Table 53.  Comparison of Preparation/Importance Gaps Across All Visitor and Resource 

Protection Sub Core Competencies  

Competencies* Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Standard 

Deviatio

n 

(g19) Natural and Cultural 
Resource Protection (n = 684) 

5.84 4.45 -1.39 1.60 

(g34) Backcountry Management    
(n = 297) 

5.84 4.44 -1.41 1.64 

(g53)  Incident Management            
(n = 664) 

6.33 5.31 -1.03 1.39 

(g57)  Emergency Medical Services 
(EMS) (n = 425) 

6.58 5.81 -0.76 1.29 

(g63)  Search and Rescue (SAR)      
(n = 354) 

6.58 5.52 -1.04 1.39 

(g69)  Emergency Communications 
and Dispatching (n = 644) 

6.13 5.48 -0.66 1.55 

(g73) Public Health (n = 350) 6.24 4.76 -1.48 1.63 

continued…/ 
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Table 53.  Comparison of Preparation/Importance Gaps Across All Visitor and Resource 

Protection Sub Core Competencies  

Competencies* Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Standard 

Deviatio

n 

(g77) Visitor Safety (n = 698) 5.92 4.75 -1.18 1.60 

(g86) Employee Safety (n = 755) 6.32 5.45 -0.87 1.29 

(g92)  Employee Health and 
Wellness (n = 663)  

6.18 4.83 -1.34 1.71 

(g96)  Leadership (n = 716) 6.54 5.55 -0.99 1.32 

(g105)  Special Park Use Management 
(n = 323)  

6.08 4.82 -1.26 1.51 

(g111)  NPS Regulations (n = 669) 6.39 5.69 -0.71 1.18 

(g114)  Project Management (n = 268) 6.04 4.58 -1.47 1.62 

(g122)  Use and Management of 
Technology (n = 356) 

5.75 3.59 -2.15 1.79 
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Figure 52. The gaps between preparedness and importance for all sub-core competencies. 
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Conclusions 

The following conclusions were drawn from the data analyzed in this study that have 

implications for the employee development strategy employed by the Stephen T. Mather 

Training Center within the division of the NPS Learning and Development and in collaboration 

with the Office of the Associate Director for Visitor and Resource Protection. 

The Visitor and Resource Protection Workforce 

 The VRP workforce appears to be well-educated.  Over 90% of the employee population 

reported holding at least an Associate’s degree; over 80% of the respondents reported 

holding a Bachelor’s degree or higher. 

 

 The ages of the employee population is fairly even in its distribution across the spectrum 

of age cohorts.  No cohort is disproportionately large, which can be particularly troubling 

when this occurs in older cohorts, indicating a pending exodus of employees due to 

retirements.  This is not the case in Visitor and Resource Protection. 

 

 Respondents were most typically GS/GL-9’s working within the 0025 position series. 

 Respondents had worked for the National Park Service for slightly more than 14 years.  

Almost all of that time was in a VRP position (mean = 13.7 years).  They had worked in 

their current positions for almost 6.5 years. 

 

 When asked to self-identify the level of performance at which they currently operate, 

exactly half (50%) indicated they were performing at the Expert level.  

 

Core Competencies 

 Of the nine (9) core competencies posed to respondents, five (5) were clearly important 

to most of the respondents.  Resource Protection, Law Enforcement, Leadership, 

Emergency Management, and Visitor and Employee Health and Safety all produced 

fairly high importance scores (5.8-6.2).  These groups of competencies were indeed core 

to the job of visitor and resource protection. 

 

 The remaining four (4) core competencies appeared to be of importance to employees, 

but could be viewed as being more specialized.  In other words, Visitor Service and 

Public Use Management, Project/Program Management, Wildland Fire and Aviation, and 

Structural Fire were thought to be of lesser importance overall, than the previous five 

core competencies (3.7-5.3). 
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Sub-Core Competencies 

 A similar pattern was observed in the importance assigned to the 15 sub-core 

competencies.  Eight (8) sub-core competencies appeared to be substantially more 

important to respondents than did the remaining seven (7).  Employee Safety, 

Leadership, NPS Regulations, Visitor Safety, Employee Health and Wellness, 

Incident Management, Emergency Communications/Dispatching, and Natural and 

Cultural Resource Protection all produced importance scores above 5.7 on the 7-point 

scale.  Sixty percent (60%) of all respondents rated the importance of these eight (8) 

sub-core competencies as either a 6 or a 7 on the 7-point scale.  Fewer respondents 

(39% or fewer) rated the remaining sub-core groups that high in importance. 

 

 When the gap scores were compared across all 15 sub-core groups of competencies, 

the largest gap, by far, was the gap associated with the Use and Management of 

Technology.  It produced an overall gap score of -2.15.  Seven (7) other groups 

produced gap scores of -1.48 to -1.18.  These scores were associated with Public 

Health, Project Management, Backcountry Management, Natural and Cultural 

Resource Protection, Employee Health and Wellness, Special Park Use Management, 

and Visitor Safety. 

 

 The two aforementioned conclusions may appear to be in conflict with each other.  

Yes, there appears to be a clear demarcation among the sub-core competency 

groupings regarding what is important and, therefore, core to the majority of all VRP 

positions.  However, there are clearly large “training “gaps” among the more 

“specialized” sub-core groupings that are important to large numbers of employees.  

 

 To illustrate, the largest “gap” among the sub-core competency groups was found in 

the Use and Management of Technology -- a gap of -2.15; however, this sub-core 

competency group was deemed to be of high importance to fewer than one-third 

(32.6%) of the survey population.  But, when projected to the total population of VRP 

employees, this indicates that 1,027 employees need training in this area. 

 

 As a result, caution must be used when interpreting the results of this study.  It is 

important to understand that data from each of the sub-core groups of technical 

competencies was provided by a different sub-population of respondents.  Therefore, 

readers of this report should avoid the tendency to compare groups based solely on 

the head-to-head statistics.  There may indeed be areas of training that are important 

to smaller numbers of employees that could potentially be more important strategic 

investments of training resources.   

 

 Below are the findings from within each of the Sub-Core Competency Groups 

displaying the proportion of the study population that rated that group has highly 

important to their current jobs, and the technical competencies exhibiting the largest 

gaps. 
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Largest Gaps in Individual Sub-Core Competency Groups 

Natural and Cultural Resource Protection 

Slightly more than 6 out of every 10 VRP employees (62.4%, n = 684) rated this sub-core 

competency group as highly important to their current jobs.  

 

The five (5) largest gap scores in this group were: 

 (g27)  The ability to apply specialized resource crime scene investigation techniques (e.g. 

ARPA, field forensics, evidence preservation, mapping/diagramming, etc.) 

 

 (g30)  The ability to evaluate public use patterns and behaviors and to modify or establish 

regulation and policy to mitigate resource impacts 

 

 (g29)  Knowledge of and ability to incorporate current inventory and monitoring and 

other research into protection strategies for threatened park resources 

 

 (g25) The ability to apply specialized enforcement techniques to effectively identify, 

apprehend, and prosecute resource violators and to prevent further degradation 

 

 (g32)  The ability to evaluate research and science project proposals aimed at better 

understanding threats to resources at risk from, at least in part, illegal and visitor use 

behaviors 

 

Backcountry Management 

Slightly fewer than 3 out of every 10 VRP employees (27.2%, n =297) rated this sub-core 

competency group as highly important to their current jobs.  

 

The five (5) largest gap scores in this group were: 

 (g40)  The ability to exhibit knowledge of future trends in backcountry uses, including an 

understanding of how changes in society and technology, carrying capacities and 

management actions may influence the backcountry experience 

 

 (g42)  The ability to analyze and assess proposed legislation and regulations that would 

affect long-term backcountry management and benefits 

 

 (g46)  The ability to compile, analyze, and use natural and cultural resource data when 

making short and long term program planning recommendations 

 

 (g38)  The ability to inventory, monitor and manage visitor use and impacts affecting 

natural and cultural resources in backcountry areas 

 

 (g41)  The ability to develop and interpret backcountry policy and implementation 

strategies 
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Incident Management 

Slightly more than 6 out of every 10 VRP employees (60.8%, n =664) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gap scores in this group were: 

 (g56)  The ability to identify and address key issues associated with incidents at the local, 

regional, and national levels including situations requiring urgent action 

 

 (g55)  Knowledge of incident planning needs for use in preparedness, resources required, 

and knowledge of post incident evaluations to apply lessons learned 

 

 (g54)  Knowledge of the Incident Command System (ICS) and the Department of Interior 

(DOI) incident qualifications system and their application to all-hazard incidents 

 

Only one of these technical competencies, however, produced a gap of more than -1.0. 

 

Emergency Medical Services (EMS) 

Slightly fewer than 4 out of every 10 VRP employees (38.9%, n =425) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gaps scores in this group were: 

 (g62)  The ability to coordinate a park unit EMS program including maintaining EMS 

equipment and staff in a state of readiness and where applicable work with external 

providers 

 

 (g59)  The ability to track and report EMS activities and documentation of patient care in 

accordance with the standards of the National Park System 

 

 

 Search and Rescue 

Slightly more than 3 out of every 10 VRP employees (32.4%, n =354) rated this sub-core 

competency group as highly important to their current jobs.  
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The largest gaps scores in this group were: 

 (g68)  The ability to effectively coordinate a Search and Rescue (SAR) program 

including team and equipment readiness, reporting, and continuing education 

 

 (g66)  The ability to manage a search incident for a missing person 

 

 (g67)  The ability to apply effective risk management techniques in Search and Rescue 

(SAR) operations 

 

Emergency Communications and Dispatching 

Slightly fewer than 6 out of every 10 VRP employees (58.9%, n =644) rated this sub-core 

competency group as highly important to their current jobs.  

 

The only gap score in this group that produced a gap of 1.0 or more was: 

 

 (g72) The ability to manage media contacts during an incident within established 

guidelines, and adapt knowledge to unique situations 

 

 

Public Health 

Slightly more than 3 out of every 10 VRP employees (32.0%, n =350) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gap scores in this group were: 

 

 (g76) The ability to manage security parameters for vital public utility systems where 

applicable 

 

 (g75) The ability to collaborate with staff resources, including NPS Office of Public 

Health (OPH) and other agencies, to respond to public health issues 

 

 (g74) The ability to recognize and report potential public health hazards or problems 

 

 

Visitor Safety 

More than 6 out of every 10 VRP employees (63.9%, n =698) rated this sub-core competency 

group as highly important to their current jobs.  
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The five largest gap scores in this group were: 

 (g82)  The ability to conduct root cause analysis and apply lessons learned to a safety 

program 

 

 (g84)  The ability to investigate or assist in the investigation of a serious visitor incident 

or near misses 

 

 (g85) The ability to integrate safety, health, and wellness into operational programs 

 

 (g81)  The ability to collect and manage visitor safety data 

 

 (g83)  The ability to collaborate with internal and external safety specialists on a range of 

visitor safety issues 

 

Employee Safety 

Almost 7 out of every 10 VRP employees (69.1%, n =755) rated this sub-core competency group 

as highly important to their current jobs.  

 

The largest gap scores in this group were: 

 (g90)  The ability to apply OSHA requirements 

 

 (g87)  Knowledge of employee roles and responsibilities for adherence to occupational 

health and safety policies 

 

 

Employee Health and Wellness 

Slightly more than 6 out of every 10 VRP employees (60.7%, n =663) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gap scores in this group were: 

 

 (g95)  The ability to design, implement, and evaluate a health and wellness program 

 

 (g94)  The ability to integrate best practices and lessons learned into park programs 

 

 (g93)  The ability to apply NPS health, wellness, and fitness programs 
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Leadership 

More than 6.5 out of every 10 VRP employees (65.6%, n =716) rated this sub-core competency 

group as highly important to their current jobs.  

 

The five largest gaps in this group were: 

 (g104)  Skills in developing the ability of others to perform and contribute to the 

organization by providing ongoing feedback and opportunities to learn through formal 

and informal methods 

 

 (g103)  The ability to encourage creative tension and differences of opinions. The ability 

to anticipate and take steps to prevent counter-productive confrontations. The ability to 

manage and resolve conflicts and disagreements in a constructive manner 

 

 (g99)  The ability to inspire and foster team commitment, spirit, pride, and trust. The 

ability to facilitate cooperation and motivate team members to accomplish group goals 

 

 (g101) The ability to hold self and others accountable for measurable high-quality, 

timely, and cost effective results. Have competence determining objectives, setting 

priorities, and delegating work (if applicable). The ability to accept responsibility for 

mistakes and comply with established control systems and rules 

 

 (g100)  The ability to understand and appropriately apply principles, procedures, 

requirements, regulations, and policies related to specialized expertise 

 

Special Park Use Management 

Slightly fewer than 3 out of every 10 VRP employees (29.6%, n =323) rated this sub-core 

competency group as highly important to their current jobs.  

 

The five largest gaps in this group were: 

 (g110)  The ability to manage special park use program, including developing park 

permit process, cost recovery procedures, and guidelines for appropriate use 

 

 (g109) Knowledge of other NPS permit programs (e.g. RPRS, CUAs, NAGPRA) 

 

 (g106)  Knowledge of special park uses as defined and required by law, regulation, and 

policy 

 

 (g107)  Knowledge of special park use permitting process 

 

 (g108)  The ability to monitor permitted activities for compliance with permit terms and 

conditions 
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NPS Regulations 

Slightly more than 6 out of every 10 VRP employees (61.3%, n =669) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gap scores in this group were: 

 (g113) Knowledge of the hierarchy of laws, regulations, policies, and rulemaking process 

 

 (g112) Knowledge of types of jurisdiction and NPS enforcement responsibility 

 

However, please note that neither gap score was very large, relative to others. 

 

Project Management 

Only 2.5 out of every 10 VRP employees (24.5%, n =268) rated this sub-core competency group 

as highly important to their current jobs.  

 

The largest gap scores for this group were: 

 

 (g115)  The ability to demonstrate knowledge of NPS best business management 

processes and practices 

 

 (g121) Knowledge of NPS planning processes, including compliance requirements 

 

 (g116)  Knowledge of existing agreements relevant to a park unit and their effect on 

project/program management 

 

 (g119)  The ability to identify obstacles including environmental, fiscal and liability 

issues that impact project management and completion 

 

 (g117)  The ability to draft, review, and as appropriate, finalize project and/or program 

proposals for submission 
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Use and Management of Technology 

Slightly more than 3 out of every 10 VRP employees (32.6%, n =356) rated this sub-core 

competency group as highly important to their current jobs.  

 

The largest gap scores for this group were: 

 

 (g126)  The ability to comply with the Administrative Procedures Act 

 

 (g124)  The ability to insure that project actions comply with all legal requirements 

 

 (g123)  Knowledge of technology based systems utilized by VRP (e.g. project definition 

and funding systems like FMSS, PMIS, and FBMS etc.) 

 

 (g125)  The ability to partner with technology professionals to ensure maximum 

efficiency in support of programs, processes, and services 

 

All technical competencies under this sub-core competency group were significantly large (> -

2.0). 
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Summary 

In conclusion, employees assigned to Visitor and Resource Protection have tremendous 

responsibilities and serve in a multitude of roles from law enforcement to resource protection to 

public health to project/program management.  While the more obvious areas of competency, 

such as visitor safety, law enforcement, resource protection, and employee health and wellness 

were indeed deemed very important to respondents’ current positions, other areas were 

designated as having higher education and training gaps.  For example, the Use and Management 

of Technology produced the largest overall gap score (-2.15) even though fewer employees 

(n=356) rated this area as important, relative to the groups of competencies described above 

(e.g., Employee Safety had 755 respondents rate it as highly important).  Therefore, care should 

be taken to temper the view of importance assigned to a group of competencies with the 

diagnostic assessment of preparedness-importance training gaps, which have shown significant 

needs for training and education, even though the number of employees needing them may be 

smaller.  The Use and Management of Technology, Public Health, Project Management, 

Backcountry Management, Natural and Cultural Resource Protection, Employee Health and 

Wellness, Special Park Use Management, Visitor Safety, Search and Rescue, Incident 

Management, and Leadership all produced gap scores of -1.0 or higher.  These are areas that 

require future attention as employee development strategies are developed. 
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APPENDIX A  - Original Essential Core Competencies, Sub-Core Competencies, and 

Technical Competencies 

  



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 122  ~  

 Use Navigation Pane to move about electronic document   

 

 

This page intentionally left blank 

  



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 123  ~  

 Use Navigation Pane to move about electronic document   

 

Summary VRP Competencies Illustrated 
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Visitor and Resource Protection (VRP) Competency Summary  

The VRP competencies were developed in cascading levels of technical competencies from 

broad to specific.  Starting with the overarching Essential Core Competencies which require a 

basic awareness level of knowledge by all VRP employees.  Next, the competencies were 

grouped into components within each core called Sub-core Competencies, these may be 

particular to a park or specific job duty.  Finally, all specific Technical Competencies, which 

break down in to detailed knowledge, skills, abilities or behaviors which define successful 

performance and again are often particular to the park unit, and job responsibility.  Defining 

technical competencies for all career fields within VRP allows for a menu of options to apply to 

the unique circumstance within each park unit and each job duty. This allows the employee, 

supervisor, and manager to target the competencies applicable to their situation.  

Filter questions used to hone competencies for survey: 

(1) Written as a knowledge, skill, ability or behavior, (2) Meaningful and clear, (3) Trainable, (4) 

Redundant, (5) Able to combine to be stronger, (6) Consistent with other processes (like Office 

of Personnel Management) 

Original competencies developed by SMEs = 1,130 bullets May, 2012;  

Surveyed = 208 bullets Sept., 2013 (refer to VRP Needs Assessment Report for details) 

 

1. Law Enforcement  Originally 172 bullets, surveyed 2 bullets (includes dialog 

box) 

Defined as: 

Demonstrate an understanding of the NPS law enforcement program, how it applies to all 

employees, visitors, and partners, and how employees may assist in upholding the protection 

mission. 

 The following sub-core competencies have been provided by and described by FLETC 

 Natural Resource Rangers and Officers 85 sub-core-competencies 

 Seasonal Law Enforcement Ranger 54 sub-core 

 Field Training Evaluation Program (FTEP) 33 + numerous task requirement sub-core  
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2. Resource Protection  Originally 277 bullets, surveyed 62 bullets (includes dialog 

boxes) 

Defined as: 

Preserve natural and cultural resources and wilderness character through the application of law, 

regulation, policies, science, enforcement, education, resource stewardship, and other techniques. 

 Natural Resource Protection 20 sub-core (surveyed 29 combined NR & CR) 

 Cultural Resource Protection 19 sub-core 

 Backcountry Management 99 sub-core (surveyed 25) 

The Wilderness sub-core have been provided by Carhart Wilderness Training Center 

 Wilderness Management   123 sub-core (surveyed 3 includes dialog box) 

 Backcountry Skills 16 sub-core (surveyed 3 includes dialog box) 

 

3. Emergency Management  Originally 85 bullets, surveyed 39 bullets 

 

Defined as: 

Apply knowledge of incident management principles including planning, technical skills and 

post incident evaluations to effectively prevent, manage, and/or respond to a broad spectrum of 

emergency incidents that impact park visitors, employees, and park resources.  

 Incident Management 23 sub-core (surveyed 8) 

 Emergency Medical Services 17 sub-core (surveyed 11) 

 Search and Rescue 18 sub-core (surveyed 11) 

 Emergency Communications 27 sub-core (surveyed 7) 

 

4. Visitor and Employee Health and Safety  Originally 70 bullets, surveyed 44 bullets  

 

Defined as: 

Apply knowledge of safety, health, wellness, and risk management principles to develop plans, 

implement policy and educate stakeholders to promote a healthy workforce, and a safe employee 

and public use environment.   

 Visitor Safety 23 sub-core (surveyed 17) 

 Employee Safety 20 sub-core (surveyed 11) 
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 Employee Health and Wellness 13 sub-core (surveyed 7) 

 Public Health 14 sub-core (surveyed 7) 

 

5. Leadership  Originally 10 bullets, surveyed 13 bullets (includes dialog box) 

 

Defined as: 

Demonstrates the ability to lead or implement change, lead people, create and contribute to a 

results-driven work environment, possess business acumen appropriate to level of responsibility, 

and is able to build and maintain coalitions that help in accomplishing work.  (All leadership 

sub-core use OPM definitions) 

 

Resilience 

Flexibility 

Interpersonal Skills 

Problem Solving 

Team Building 

Technical Credibility 

Decisiveness 

Influencing/Negotiating 

Conflict Management 

Developing Others
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6. Visitor Service & Public Use Management  Originally 130 bullets, surveyed 18 bullets 

 

Defined as: 

Understand, apply and/or develop laws, regulations, policies, and best management practices to 

encourage appropriate enjoyment and use of parks, prevent impairment of park resources, and 

manage collection of revenues to support NPS Mission.  

 Special Park Uses 24 sub-core (surveyed 11) 

 Regulations  20 sub-core (surveyed 5) 

 

7. Program Management Originally 66 bullets, surveyed 26 bullets 

 

Defined as: 

Apply an understanding of the organizational framework, techniques and business practices to 

make the most effective and efficient use of available resources and funding to carry out NPS 

program objectives.  

 Project Planning  32 sub-core (surveyed 15) 

 Effective Communications 25 sub-core  

 Use and Management of Technology Tools  9 sub-core (surveyed 9) 

 

8. Wildland Fire & Aviation  Originally 120 bullets, surveyed 2 bullets (includes dialog 

box) 

Defined as: 

Demonstrate an understanding of wildland fire and aviation management principles and policies 

to protect employees, the public, communities, infrastructures and conserve natural and cultural 

resources. 

The Wildland Fire and Aviation sub-core have been provided in cooperation with NIFC  

Wildland Fire 

 Aviation (non-fire) 
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9. Structural Fire   Originally 120 bullets, surveyed 2 bullets (includes dialog 

box) 

Defined as: 

Demonstrate an understanding of structural fire prevention, education, suppression and hazard 

response principles to implement policies protecting employees, partners, visitors, resources and 

property from hazards including fire. 

 

The Structural Fire sub-core were outlined and provided by NPS Structural Fire (NIFC) 

Collateral Duty Structural Fire Competencies: Firefighter I, Firefighter II, Driver 

Operator, Company Fire Officer, Fire Chief ESC, Fire Instructor, Park Structural 

Fire Coordinator. 

Professional Structural Fire Competencies: Park Fire Inspector, Park Fire Chief, Regional 

Fire Protection Specialist, Regional Structural Fire Manager (AHJ), WASO 

Training and Education Specialist, Structural Fire Prevention Program Manager, 

Structural Fire Operations Program Manager, Structural Fire Program Manager. 

Ancillary Positions within the NPS Structural Fire Competencies: All employees, 

Housing Managers, Chief Rangers, Facilities Managers, Chief Rangers with 

Engine Company Responsibilities, Superintendents 

 

VRP Advisory Group (2012): 

Demmy Vigil, Louis Rowe, Chris Pergiel, Clayton Jordon, Bill Pierce, Paul Austin, Kim 

Watson, Don Usher (now represented by Jill Hawk), Ed Visnovske, Norah Martinez, Brian 

Johnson, and Tim Devine. 
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Subject Matter Experts (2012): 

AJ North, Jim Shultz, Connie Myers, Mark Koontz, Raquel Romero, Tom Iandimarino, Joe 

Pond, Mark Cutler, Neal Labrie, Bob Palmer, Mark Marschall, Ken Phillips, Sara Newman, 

Chuck Young, Michael Archer, Scott Wanek, James Hummel, Lee Dickinson, Ken Mabery, 

Phyllis Seamster, David Crary Jr, Margaret Gallagher, Rich Richotte, Ralph Jones, Jo Robinson, 

Jane Anderson, Denise Schultz, Shelagh Forester, Christy Koehler, Chris Williamson, Crystal 

Gailes from the National Park Service; Dr. Brett Wright and Gina Depper from Clemson 

University. 
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APPENDIX B - Definitions of Essential Core Competencies and Sub-Core Competencies 
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Essential Core Competencies 

Law Enforcement: 

Law Enforcement is defined as the ability to demonstrate an understanding of the NPS law 

enforcement program, how it applies to all employees, visitors, and partners and how employees 

may assist in upholding the protection mission. 

Resource Protection: 

Resource Protection is defined as the preservation of natural and cultural resources and 

wilderness character through the application of law, regulation, policies, science, enforcement, 

education, resource stewardship, and other techniques. 

Emergency Management: 

Emergency Management is defined as applying knowledge of incident management principles 

including planning, technical skills, and post incident evaluations to effectively prevent, manage, 

and respond to a broad spectrum of emergency incidents that impact park visitors, employees, 

and park resources. 

Visitor and Employee Health and Safety: 

Visitor and Employee Health and Safety is defined as applying knowledge of safety, health, 

wellness, and risk management principles to develop plans, implement policy, and educate 

stakeholders to promote a healthy workforce, and a safe employee and public use environment. 

Leadership: 

Leadership is defined as demonstrating the ability to lead or implement change, lead people, 

create and contribute to a results-driven work environment, possess business acumen appropriate 

to level of responsibility, and is able to build and maintain coalitions that help in accomplishing 

work.   
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Visitor Service and Public Use Management: 

Visitor Service and Public Use Management is defined as understanding, applying, and/or 

developing laws, regulations, policies, and best management practices to encourage appropriate 

enjoyment and use of parks, preventing impairment of park resources, and managing collection 

of revenues to support the NPS Mission.  

Project/Program Management: 

Project/Program Management is defined as applying an understanding of the organizational 

framework, techniques, and business practices to make the most effective and efficient use of 

available resources and funding to carry out NPS program objectives.  

Wildland Fire and Aviation: 

Wildland Fire and Aviation is defined as demonstrating an understanding of wildland fire and 

aviation management principles and policies to protect employees, the public, communities, 

infrastructures, and conserve natural and cultural resources. 

Structural Fire: 

Structural Fire is defined as demonstrating an understanding of structural fire prevention, 

education, suppression, and hazard response principles to implement policies protecting 

employees, partners, visitors, resources, and property from hazards including fire. 

 

The essential core competencies were vetted by the VRP Advisory committee, subject matter 

experts and the Associate Director in September, 2012. 
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Sub-Core Competencies 

Natural and Cultural Resource Protection: 

Natural and Cultural Resource Protection is defined as the knowledge, skills, abilities and 

behaviors to study, analyze and apply legal authorities, specialized science, law enforcement, and 

educational techniques to the protection of natural, cultural, and paleontological resources. 

Backcountry Management:  

Backcountry Management is defined as the knowledge, skills, abilities and behaviors to apply 

law, regulation, and policy to effectively manage public and park use of identified backcountry 

areas. 

Incident Management: 

Incident Management is defined as managing emergencies and planned events through the 

utilization of the Incident Command System to enable safe, effective, and efficient response 

within a common organization structure. 

Emergency Medical Services (EMS): 

Emergency Medical Services is defined as providing emergency medical care to visitors and 

employees in the pre-hospital and clinic settings at the level defined by the individual park unit 

(and as directed in RM-51). 

Search and Rescue (SAR): 

Search and Rescue is defined as operational responses made to locate or retrieve persons or 

property in distress using appropriate emergency resources and facilities, including delivery to a 

place of safety. 

Emergency Communications and Dispatching: 

Emergency Communications and Dispatching is defined as the use of wired and wireless 

networks, satellite systems, the internet and other emerging technologies to communicate 

information and assignments during emergency operations. 

Public Health:  

Public Health is defined as mastering the science and art of preventing disease, prolonging life, 
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and promoting health through collaborative efforts of public agencies and informed choices from 

organizations, communities, and individuals who visit national park units. 

Visitor Safety: 

Visitor Safety is defined as empowering visitors to use their own critical thinking skills to 

manage their personal risk by providing them with accurate information on potential hazards, 

conditions to be encountered, tools for self-assessment, and safety. 

Employee Safety:  

Employee Safety is defined as being empowered to use critical thinking skills in daily risk 

management decisions, and being encouraged to embrace safety as part of a professional 

workforce. 

Employee Health and Wellness:  

Employee Health and Wellness is defined as motivation to maintain a healthy and fit lifestyle, 

and understand the relationship and importance of personal health and wellness to family, 

friends, and a work/life balance. 

Special Park Use Management: 

Special Park Use Management is defined as possessing the skills and knowledge required to 

manage activities as dictated by law, regulation, and policy in a manner that minimizes 

unacceptable impacts, ensures positive visitor experiences, and protects park values. 

NPS Regulations: 

Regulations is defined as possessing the skills and knowledge to implement park and program 

specific regulations that govern use restrictions, compendium development, and implementation 

of the rule making process to provide consistent, legal, and valuable oversight of activities and 

their effect on park resources and values.  

Project Management: 

Project/Program Management is defined as designing, planning, budgeting, procurement, 

implementation, management, and evaluation of new and ongoing projects to successful 

completion. 

Use and Management of Technology:  
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Use and Management of Technology is defined as using and applying various data management 

and analytical systems as essential tools such as FBMS, AFS, FMSS, VRAP, etc. to the VRP 

career fields. 

 

The Sub-core competencies were vetted by the VRP Advisory committee, and subject matter 

experts starting in September, 2012 through to May, 2013. 
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APPENDIX C - List of VRP Advisory Committee and Subject Matter Experts 
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January, 2011 Advisory Committee members: 

Demmy Vigil, Training Manager 

Louis Rowe, WASO 

Scott Wanek, PWR 

Chris Pergiel, AKR 

Clayton Jordan, GRSM 

Paul Austin, SAGU 

Don Usher, FLETC 

Ed Visnovske, YOSE 

Bill Pierce, Retired Supt 

Kim Watson, Retired Chief 

 

May, 2012 Advisory Committee members:  

Demmy Vigil, Training Manager  

Louis Rowe, WASO 

Chris Pergiel, AKR 

Clayton Jordan, GRSM 

Paul Austin, SAGU 

Don Usher, FLETC 

Ed Visnovske, YOSE 

Norah Martinez, WRST 

Brian Johnson, NIFC Structural Fire  

Bill Pierce, Retired Supt 

Kim Watson, Retired Chief 
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May, 2013 Advisory Committee members: 

Demmy Vigil, Training Manager 

Louis Rowe, WASO 

Chris Pergiel, AKR 

Clayton Jordan, GRSM 

Paul Austin, SAGU 

Tammy Keller then Jill Hawk, FLETC 

Ed Visnovske, YOSE 

Brian Johnson, NIFC Structural 

Tim Devine, Carhart 

Norah Martinez, Retired Chief 

Bill Pierce, Retired Supt 

Kim Watson, Retired Chief 
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Subject Matter Experts (SMEs) May, 2012 

Key to table below:   LE= Law Enforcement, RP= Resource Protection, EM= Emergency 

Management, V&E HS= Visitor and Employee Health and Safety, Lead= Leadership, VS 

&PUM= Visitor Services and Public Use Management, PM= Program/Project Management, 

F&A= Fire and Aviation (including structural). 

 

Jeff West (NERI) LE 

Tom Iandimarino (EVER) LE 

Joe Pond (GRSM) LE 

Don Usher (WASO) LE 

Mark Cutler (SAAN) LE 

Neal Labrie (KATM) RP 

Clay Jordan (GRSM) RP 

Bob Palmer (HEHO) RP 

Mark Marschall  (YOSE) RP 

Connie Myers (Carhart) RP 

Ed Visnovske (YOSE) EM 

Ken Phillips (GRCA) EM 

Brian Johnson (NIFI) EM 

Louis Rowe (WASO) V&E HS 

Sara Newman (WASO) V&E HS 

Chuck Young (MORA) V&E HS 

Ralph Jones (CABR) V&E HS 

Chris Pergiel (AKSO) Lead 

Raquel Romero (GRCA) Lead 

Bill Pierce (Retired Supt) Lead 

James Hummell (VOYA) VS &PUM 

Lee Dickinson (WASO) VS &PUM 

AJ North (WASO) VS &PUM 

Paul Austin (SAGU) PM 

Ken Mabery (SCBL) PM 

Phyllis Seamster (LAMR) PM 

Jo Robinson (STMA) PM 

Norah Martinez (WRST) F&A 

David Crary (CACO) F&A 

Margaret Gallagher (NIFC) F&A 

Rich Richotte (LACL) F&A 

Demmy Vigil (STMA)  

Kim Watson (Retired Chief Ranger)  

Dave Dahlen (STMA)  

Brett Wright (Clemson)  

Steve Shackelton (WASO)   
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Beta Testers (prior to official survey):  

Kim Watson, Retired Chief Ranger 

Bill Pierce, Retired Superintendent 

Mark Maciha – Director NAU-Park Ranger Training Program 

Dennis Burnett - Park Ranger Training Program 

Ginny Rousseau - Park Ranger Training Program 

Molly Russell, Cultural Resources Training Specialist 

John Bryant, AK Employee Development Officer 

Mark Cutler, San Antonio Pro-Ranger Program and his students 

Jim Brady, Retired NPS Chief Ranger 

Louis Rowe, WASO 

Chris Pergiel, AKRO 

Clayton Jordan, GRSM 

Paul Austin, SAGU 

Jill Hawk, FLETC 

Ed Visnovske, YOSE 

Norah Martinez, Retired Chief Ranger 

 

Ground Truthing (focus groups post official survey): 

OZAR 

Josh Gibbs  Protection Ranger 

Marty Towery  District Ranger 

Paula Hull  Comm. Services Assistant 

Peggy Tarrence Comm. Services Specialist 

MaryJo Graham Protection Ranger 

Austin Konkel  Protection Ranger 

Russ Runge  Deputy Superintendent 
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SHEN 

Jennifer Flynn  Deputy Superintendent 

Michael Michener Deputy Chief Ranger 

Brian Sikes  Chief Ranger 

 

HAFE 

Jeff Woods  Chief Ranger 

Tony Troxel  LE Ranger 

Melissa Boyce  LE Ranger 

Shelly Kees   LE Office Assistant (handles SUPs) 

 

National Ranger Council:  

Regional Chief Rangers 

 Billy Shott (lead), IMR 

 Chris Pergiel, AKR 

 Will Reynolds, NCR 

 David Home, SER 

 Greg Monahan, MWR 

Extended invitees:  

Cam Sholly , Associate Director 

Charles Cuvelier , Branch Chief LESES 

Louis Rowe , Deputy Associate Director 

Tom Nichols, WASO F&A 

Jill Hawk, FLETC 

Mike Archer, IMR 

Rena Beuhl, PWR 

Jon Pierce, SER 
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APPENDIX D - Cover Letter 
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Dear Visitor and Resource Protection Colleague:  

 

The National Park Service is conducting a needs assessment to improve professional development 

opportunities for employees with visitor and resource protection (VRP) responsibilities across the service. 

To support this effort, Clemson University is surveying employees to validate and compile responses to 

these responsibilities, duties, and tasks.  

 

The NPS visitor and resource protection Advisory Committee, working with NPS Learning and 

Development, have described technical competencies or knowledge, skills, abilities and behaviors for 

successful VRP employee performance.  The competencies apply to employees in a wide variety of job 

series.  This assessment is designed to get detailed feedback based on these competencies. Detailed 

feedback on sub-competencies for Wilderness, Wildland Fire, Structural Fire and Law Enforcement has 

already been assessed by the Arthur Carhart National Wilderness Training Center, the National 

Interagency Fire Center and the Federal Law Enforcement Training Center.   

 

We need to hear from you about two factors that affect your success in your visitor and resource 

protection role: the importance of certain knowledge, skills, and abilities, and your professional 

preparedness.  
 

Your thoughtful answers to the survey are critical.  Clemson will analyze the results to identify gaps 

where training and professional development opportunities can be enhanced.  This is an excellent 

opportunity for you to provide feedback on your professional development needs. 

 

Please respond no later than October 2, 2013.  This is an official survey, which is appropriate to complete 

during your workday. This assessment will take approximately 25 minutes to complete.  Your answers are 

completely confidential, and the data gathered will be released only as summaries. You may begin the 

survey by clicking on the following link. Please note that the survey link is individualized and cannot be 

forwarded. 

 

If you have questions or comments about the survey itself (including any questions from your supervisor), 

contact Demmy Vigil at Demica_Vigil@nps.gov or Dr. Brett Wright at wright@clemson.edu. 

 

Thank you for helping to improve NPS visitor and resource protection!  

 

 

Sincerely,  

 

 

Cam Sholly,  

Associate Director, WASO Visitor Resource and Protection  

  

mailto:Demica_Vigil@nps.gov
mailto:wright@clemson.edu
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APPENDIX E - Survey Instrument 
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Open-Ended Comments 
 

Is there anything further you would like to tell us about Law Enforcement? 

 

NOTE:  All responses are recorded verbatim. 

 

Of all theduties that a LE Ranger is asked to perform, Poor LE is the only one that can result in 

your death. 

It is extremely difficult to perform law enforcement at least 50% of the time when every ranger 

is carrying a collateral duty load of three to five collateral duties.  Some of the collateral duties 

are and should be major or primary duties themselves such as park FMO and structural fire 

coordinator.  Everyone knows the collateral duty load is a major problem for parks and yet we 

are shrinking staff due to sequestration. 

There needs to be more continuity in policy and practices for law enforcement duties so Rangers 

are not doing completely different things at different parks. The same goes for training. 

The program needs to stay up with current trends and technologies. 

Are park rangers considered law enforcement officers? 

Needs to be modernized. FTO training phase should take place in the park where the LE Officer 

will work at, not a random park 1000 miles away. 

I supervise a law enforcement program at a major park, and LE is an essential component of my 

position. 

It should be a career field in itself not bogged down with a million other collateral duties 

Over paid for what they do or what they don't do.  Need more employees that are not so 

specialized and can help in other aspects of the park.  Often see LE rangers not willing to pick up 

trash if they see it or help move limbs out of park service roadways. 

LE is way overrated and staffed NPS wide, staffed as if every park is high crime, but not 

commensurate with actual LE need.  Most important thing they do in majority of parks is 

medical and SAR.  Hire EMS not LE 

User of LE services and understanding their role and priorities is important to knowing how to 

interact and when appropriate to ask for assistance. This area seems sometimes removed from 

park operations and working in their own world. 
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I feel that many Rangers do not understand Law Enforcement, the Law, and policy to an extent 

that allows them to do the job to the best of their ability. 

Law Enforcement should be TOP PRIORITY 

Law Enforcement is the focus of my Job Description and the primary focus of my Law 

Enforcement training. We do almost 100% Law Enforcement duties at my Park. 

I am a seasonal employee.  This is my fifth season for the NPS and my third different park.  I am 

thoroughly disappointed with the lack of leadership and guidance at CACO.  Law Enforcement 

should be a 6 at minimum, along with Resource Protection. 

LE Rangers are generally unnecessary in Park operations. While n  ""Nice to have"" for the most 

part they are a drain on agency resources. Unfortunately they have become an unexamined 

sacred cow for our agency. They could easily be replaced by security guards and MOUs with 

local response agencies. 

What is the mission?  Seems like present day LE are comparable to municipal police depts.  I 

miss the days where our Rangers were interfacing with the public and hiking the trails. 

This is the backbone of any Ranger in the 21st century 

Law Enforcement, carrying weapons, dealing with violators is the most dangerous part of our 

jobs,  This is the area of the job that could get you killed.  whether it is resource protection, dogs 

off leash, dealing with drugs, or any other contact we need to be prepared. 

I am a criminal investigator and law enforcement is my primary and sole function. 

Visitors are less informed about dangers there is to much reliance on devices to get them out of 

problems. Some visitors are more violent 

It is undervalued by many NPS administrators who work both inside and outside the VRP 

division.  Some people accept it as a ""necessary evil"" as part of our job duties. 

The NPS is significantly under trained for their duties as a LEO when compared to a LEO in 

other Federal,State and local LEO agency. This shows when in the field and court room. The 

type 2 program is borderline negligent for officer safety and LEO duties performed for the 

public. 

I feel that it is not important to the agency. The type 2 commission seems to be an invited risk. 
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It is not a priority for this agency.  Non-LE managers play too great of a role in determining the 

budget and role of LE Rangers. 

My current position requires both field knowledge and experience and administrative knowledge 

and experience. 

I have always been amazed that law enforcement is not incorporated into agency goals and plans. 

How do the directors call to actions involve law enforcement, what about GPRA... 

The National Park Service needs to Professionalize it's Law Enforcement Division, and stove-

pipe it's supervisors. When Superintendents of Parks can oversee law enforcement operations 

and decisions, there are many conflicts of interest. Also ethical decisions could be questioned. 

I deal with people in a law enforcement capacity daily. Everything from traffic violations to to 

felony drug cases. 

My current position is secondary.  I'm in a Program Managment Staff Ranger position 

Although in my position as an Emergency Response Coordinator I do not need to necessarily 

understand the NPS LE program, as we utilize the LE resources we need to be aware of how it 

applies to employees, etc and sending out the resources is part of upholding the protection 

mission. 

It is hard to run a legitimate law enforcement operation without the proper manpower, funding 

and resources.  Training and professional competences are important as well but are no substitute 

for committed support from the agency.  Stovepipe the LE function to protect the funding and 

resources and then focus on professional competences as well. 

This should be the sole focus for LE rangers. 

As a Law Enforcement Ranger, ""law enforcement"" is extremely important to my current 

position. However, very little law enforcement is able to be done because we, as a division, are 

extremely weighed down with collateral duties and facing a reduction in our staff. Also, budget 

cuts have limited training opportunities. 

I believe that our first and foremost job as a Park Ranger is to be a ""Ranger"", not a ""cop"". We 

are stewards of the park. The mentality that is being fostered by the academies is skewing the 

perception of our positions, not only in the Ranger's mind, but in the public eye. Rangers are 
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becoming more like highway patrol officers, and not focusing on the mission, the core mission. 

Our secondary responsibility, but which should always be in the foreground, is in fact law 

enforcement. The problem with the mentality, is that all the Rangers that are getting processed 

through these academies, are either already set on a path of being a Ranger, or they don't have a 

solid enough image of what a Ranger should be, and therefore take on the role of a ""cop"". 

These ""cop Rangers"" have no abilities or skills necessary to complete the job, so they then fall 

back on their training in academy. The by-product is that you have a highway patrol officer 

working in a National Park. The hiring process, and resume review is also mottled, if you have a 

degree in history, you are automatically more desirable than a person with real life experience, 

and jobs. I am just touching on the edge of this subject, there are so many things that need to be 

re-evaluated in the NPS vrp division. 

Having FLETC in the middle of most NPS LE rangers career fundamentally degrades the 

professionalism, competency, and effectiveness of NPS as an agency. The longer than 2 year 

waiting list for FLETC compounded with the limited permanent positions discourages 

professional development and professionalism of the NPS. The lack of access to FLETC is the 

primary problem facing NPS LE. 

Law Enforcement should not be in charge of wildland fire. 

It is critical to my position in the sense that it IS my position.. Many people in the NPS have a 

difficult, jaded view of what law enforcement is and how dangerous it is. These people are 

mostly administrative people who unfortunately make the rules and policies we must abide by in 

the field. Locally, we work extremely closely with the county Sheriff's Office-solid law 

enforcement training and skills are needed on a daily basis. It frustrates me that only the first two 

questions in this survey will be ""managed"" by FLETC and not a part of the overall assessment 

by this study. 

LE's need to dedicate more time to LE.  Training is absolutely minimal.  In small parks where 

LE load is 51%, training is also deficient.  Training must replace operations/incidents.  Training 

costs money.  The NPS isn't spending money on LE training.  Hell, we can't even get bullets to 

practice shooting. 
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The NPS has provided very poor additional training to the field.  There is no clear message 

dealing with training accountability and where there might me there is no consistent message or 

avenue to receive the training necessary to keep the skill level where it needs to be. 

It is an extreme burden to NPS LE Rangers to have to personally invest (time and finances) in a 

Type II LE Training Program (SLETP) as an adult (20-21+ years old), wade through seasonal 

positions for a number of years, and return to another extended training program (FLETC) as an 

even older adult once permanent status is obtained.  There should be ONE training program for 

all NPS LE rangers that is attended at the beginning of the ranger's career. 

Law enforcement duties have become the main focus of the job while resource management and 

visitor services have little emphasis. 

I believe LE does not get the recognition it deserves and is often under funded and staffed 

because individuals don't understand how integral LE is to Resource Protection. 

Law Enforcement in the NPS is drastically different than other federal agencies in that we 

conduct traffic stops and deal with more ""street"" level crime much like a city police department 

but we also deal with all the other crimes that other federal agencies deal with. Because of that, 

we need diverse training, from patrol techniques to man-tracking in austere environments to 

clandestine drug labs. 

The Agency provides a basic foundation of law enforcement skills. It then fails with a lack of 

organized advanced training to meet the needs of Rangers / Agents in the field. The clearest 

example is the lack of any type of mandatory operational training for new or existing law 

enforcement supervisors. 

NA- 

Training and emphasis on LE has improved in recent years. 

Each park area has specific needs. Training at FLETC gives us all a working knowledge of 

federal law but area specific training is a must.  Such as wildlife investigation specific to Alaska 

Parks, LE boating operations for water based parks, Drug interdiction training for parks with that 

issue. 

As budgets get cut it is becoming increasingly more difficult to be an effective and safe officer. 

Still doing more with less despite what's been said. 
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as a ranger in the 50+ age bracket, I find that law enforcement duties have overtaken most other 

competencies and activities of younger (<40) rangers 

Although tasked to do many different skill sets, Law Enforcement remains our primary function. 

Even when tasked to perform structural firefighting duties, LE Rangers are then required to 

conduct a criminal investigation into the fire. This too applies to many EMS calls, resource 

protection calls, and wildland fire calls. 

No 

We have little support for Enforcement activities in the park.  Mangers and park residents 

willfully flaunt both state and federal laws. 

It seems the new park ranger is being training more as a policeman, less as a park ranger. 

I feel it is very important but there does not seem to be a strong emphasis on law enforcement 

from the view of management. 

Non-Law Enforcement NPS Managers are directing all Law Enforcement Programs, often in a 

direction that deteriorates the health and safety of staff and public. 

NPS Law Enforcement should be supervised by Law Enforcement not by non Law Enforcement 

personnel. 

There is a huge difference in qualification and competence. The second to me means you are 

able to perform on a regular basis without help. 

As the senior LEO and VRP Division Chief in the park, I am frequently called upon for short and 

long term direction for all things LE- both within the VRP Division and park-wide 

I am not sure that I really understand what this question is after. - especially in light of not 

answering questions about how well I think FLETC prepared me for my job.  I can tell you I am 

thrilled that they put many of the recommendations my classmates and I compiled. The field 

Training Program is crucial to the development of good professional LE Rangers.  I would also  

state that the seasonal academies, and our use of seasonal LE flies directly in the face of all that 

we do with the field training program.  A person with a Level 2 Commission is allowed out on 

their own, working usually the late shifts, where more sh*& often happens, and backup is not 

immediately available.  Those folks with perhaps marginal training and little guidance are out 
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there doing the job on their own, where we won't allow a field trainee to be by themselves for 

quite a awhile. When this happens in the same park - it really has you perplexed how we justify it 

- besides cost. 

Rely on them for a variety of broad tasks including LE. 

It is the primary reason for my position and is constrained by poor overall management and non-

LE collateral duties. 

I work as a mostly solo backcountry ranger with an often adversarial clientele. knowing and 

practicing good law enforcement field skills allows me to safely practice the full range of law 

enforcement options under NPS policy to gain compliance. 

We have other duties besides law enforcement but law enforcement is always regarded as the 

highest importance. 

It's becoming more complex and more dangerous every year.  The public expects rangers to be 

every bit as competent and professional as those they see on TV. 

No 

We are instructed to turn over a large majority of our Law Enforcement investigations over to 

local agencies when we can and when they are willing to accept them from us.  Management 

informs that these agencies have more resources to deal with these Law Enforcement 

investigations and have the staffing to spend the hours needed to complete the investigation 

fully. 

Law Enforcement is not only about enforcing law, but in educating the public and interpreting 

the resource so the visitor understands the importance and value of the laws in place. 

As a fire manager a basic understanding of wilderness law is needed. 

It is not a collateral duty, but a profession. 

Rules should be enforced uniformly.  Every park should enforce the laws the same with a few 

exceptions.  If you aren't going to enforce those laws then there shouldn't be a LE program in that 

park. 

understaffed 
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This is the most critical skill of all of my skills. This must be done correctly every time, there is 

no margin of error. 

No 

Law Enforcement needs newer firearms. Most are 20 years old or older. 

At a small park, Law enforcement takes a back seat majority of the time.  Having a supervisor 

who is willing to send employees on details to parks nearby that have more enforcement is a 

great tool and a great way to keep employees interested in staying with the NPS. 

Wildland Fire and Aviation Management employee 

Need to reassign LE positions from parks that do not need LE in them, to the parks that really 

need them. A lot of parks have NPS LE in them when there is not much park specific crime 

occurring. These FTE's should be distributed to parks that a inundated with problems. 20 plus 

Rangers at Philly, Mt Rushmore? 

Are you asking how important I think law enforcement is, or how important the Chief, 

Superintendent, and NPS as a whole think it is?  I think law enforcement is ""Extremely 

Important"" but I do not think others in the NPS share that view. 

The park management has a reactive attitude to LE situations and manages the scheduling and 

budget to curb the field staff's engagement of proactive activities. 

Many NPS units do not support their Law Enforcement program.  Office Safety red flag 

IMARS has added lots of unnecessary red tape to enforcement, and with sequester reducing 

staffing numbers, this year it has been incredibly difficult to protect the park when we are 

bogged down with our own ""from the top"" mandate to adopt IMARS/ 

Understaffed 

The county does not recognize us as peace officers. This is regardless of our training even with 

state qualifications. This needs to change for everybody, state and federal. 

While law enforcement is a critical component of visitor safety and resources protection in 

certain circumstances, it is my observation, over nearly four decades of seasonal services in VRP 

positions in a major national park, that monetary and other assets allocation to LE has become 

excessive in proportion to other budgetary needs within VRP.  This appears to be true in relation 
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to NPS interpretive services as well.  Anecdotally, but with telling insight, visitors often tell me 

on the trail, words to the effect: ""We're pleased to see you out here...we never see Rangers on 

the trail.""  Yes, I thought, so many of us are in cruisers or, today, Tahoes, all A/C'd and 

insulated from the visitors.  Let's give some more emphasis to interpretive services and a range 

of backcountry needs, as well.  Interps and wilderness-type patrol rangers also have EMT and 

climbing/SAR skills.  Let's get more feet out among the public.  We are, after all (I thought) a 

public contact and resource stewardship agency.  The LE Rangers I know are skilled in many 

areas and conduct themselves professionally in a wide range of stressful circumstances.  They 

are, however, more numerous in many Parks than I think necessary and, to the extent they 

consume budget resources disproportionately, may detract from the Service's original mission as 

a resources protection agency.  Thank you for distilling this and reflecting on it. 

It would be best if LE's were ""interned"" into a position so that they have more broad training 

within parks. I find new Rangers coming in with little to no training and I feel that they are given 

keys and a gun and told to go do the work. I feel this is an ineffective way to train our 

employees. I've also seen intern type Rangers come in and get a cross training in several different 

parks, as well as in park areas. I think this is effective training. 

Law Enforcement is very important and the main emphasis of my job, but we also are involved 

in SAR, medical calls, assisting the visitors, and educating the public. 

There are many LE rangers who do not make LE the focus of their day. 

It's all about Law enforcement and nothing about the Park resources 

LE is a critical part of NPS and the Protection Division.  My position is not impacted by LE in 

the sense of it is not a commissioned position and does not need to be. 

Law Enforcement is a large, and central part of my job, but it is often seen as the only thing 

protection rangers should be doing, which I disagree with. 

We need more 

Being in fire I was interested in getting into law enforcement but found out it was a lot harder to 

make the move from perm fire into LE work, maybe there should be a easier way for current 

perm-seasonal fire employees to get into LE work if they are serious about doing it. 
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We need a better system for standardized training post FLETC as park based refreshers are too 

varied in content 

We rely to much on computer/classroom based training.  We need less computer based training 

and more scenario/interactive based training.  We receive little support from our leadership 

above the VRP level.  Superintendents interfere with our ability to do law enforcement. 

The overall appearance of Law Enforcement in DOI needs to be clearly defined. 

I've met quite a few Rangers who got into VRP because they like SAR or EMS, but I think that's 

backwards because not having an interest in LE makes all of us look unprofessional and can be 

fatal. 

Law Enforcement is not a part time job. How many other professional LE agencies do you see 

whose officers have multiple non LE collateral duties. 

This is the main reason that the NPS was founded; as a means to protect and enforce. 

I am in a new position that is both a District Ranger and the Park's Wilderness Coordinator.  

These two tasks should not be combined for a Park where 99% of it's land is either designated or 

eligible wilderness. 

The dichotomy between permanent employees and type one commissions and seasonal 

employees with type two commissions leads to a less professional staff with inconsistency in job 

status, uncertainty, and the extreme difficulty in obtaining permanent status weeding out many 

highly qualified law enforcement rangers. 

We are underutilized or not taken seriously as Federal Law Enforcement Officers by many in 

NPS  ""leadership"" positions . They can't grasp that we are NOT interpretative rangers and don't 

always have to be nice or dress the same. Our job requires far more skills and equipment than 

your  interp. ranger. 

I've only been with the NPS for 6 years, so I'm not all that far behind the times, but there is a 

definite need not only to be great officers but also great resource stewards with a true love of the 

resource we are here to protect.  There is a view by those outside of VRP that the newer LE 

rangers are no longer rangers, but cops instead.  While we need to be seasoned, strong officers, 

we also need to have a true desire to be RANGERS, not just cops in pretty places.  We still need 

to be able to teach and open visitor's eyes to the things we protect. 
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In my current position L.E. skills are very important due to the fact I'm in Exclusive jurisdiction.  

Although the level of crime is low the lack of actual experience in more complex cases limits our 

abilities.  Where the local PD may have up to 10 officers with different responsibitlies (first 

officers, traffic enforcement unit, detectives) show up on a vehicle accident with a fatality, we in 

the park are lucky to get 4 rangers on scene.  Where in local PDs you spend time on the street 

either as a traffic or beat officer and then move into different divisions gaining high knowledge 

in your division we as rangers are the jack of all trades and masters of none (meaning its much 

harder to spend time with doing one thing and learning it well... we keep getting bits and pieces 

in limited quantities unless its repetatively seen within our park unit. 

There are other law enforcement agencies here that deal with the more serious crime. 

It is a skill that you must not let diminish and keep current on new practices. 

I'm in a management position. 

NPS Law Enforcement still requires different uniforms to be better recognizable to the public 

and so Intrepretation, Visitor Use Assistants, etc. are not seen as possible targets from dangerous 

individuals. 

Law Enforcement is our primary duty, but we are tasked with EMS, Fire, SAR and are 

unbelievably short staffed. 

Although this park currently has a law enforcement program, the Superintendent's view of the 

program and lack of knowledge limits the ability of its officers to perform their job. 

System has inherent liabilities with two levels of training by having two diffrent comission 

standards.  Program oversight at park level ( superientendents) is by individuals that are not 

trained in law enforcement. 

The NPS places a great deal of time/energy and money on basic law enforcement training, but 

very little on advanced or continuing education.  NPS also need to spend more time and energy 

training Park Managers on Law Enforcement programs as more and more managers at the 

Superintendent/Deputy Superintendent levels do not have LE experience and seem to have 

unrealistic expectations of LE staff that could often put the LE staff in jeopardy.  This ""new"" 

set of managers do not appear to listen to their LE professionals. 
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Where I am at is important because we have deal with more stuff then other parks on Homelands 

security issue. 

Parks need to support the law enforcement division by hiring more law enforcement officers. 

It needs to be the main focus for this division. 

The pro ranger program is a slap in the face of good seasonal rangers that have been working for 

years to achieve a permanent job.  What happens when there are no more perm jobs to fill.  

There was no need for the pro ranger program and it is filling positions with unqualified 

individuals that i would not trust to have my back on a law enforcement contact.  On the flip side 

it is causing the good ranger to determine that they are better off to walk away from the program. 

FLETC advanced opportunities are not reachable by many of our employees due to travel and 

funding restrictions. FLETC hasn't assessed needs for awhile. 

Law Enfocement is an important role. From enforcing laws, to protecting our resources, and 

protecting the public. Without law enforcement, it would be a free for all. 

It is a critical element of Park Service operations and the Park Service Mission.  LEOs are in 

need of the best equipment and support in order to do their job safely, both of which are lacking 

in current work environment. 

Law Enforcement is the most dangerous aspect of the NPS.  Despite this fact Law Enforcement 

in the NPS is not emphasized on the same level as other Land Management Agencies.  This is a 

safety issue and should be addressed. 

I feel that Law Enforcement is key to the rest of our Essential Core Competencies.  Not only an 

understanding, but a mastery of LEO Skills should be the goal of all R& VP. 

There needs to be professional development, and non supervisory advancement for field 

Rangers.  Other agencies have a GL 11/12 Journeyman career path. The other agencies (FPS, 

CBP, DHS, BLM) have limited requirements to reach GL 11/12 grades.  The NPS requires us to 

be LE, Fire, EMS, SAR etc.  Ranger Careers stated that a GS 11 Master Ranger was in the career 

path. Where is it? 

The NPS and upper management needs to put more emphasis on Law Enforcement operations 

given current threats and officer safety. 
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LeE can be taught but professional officer mindset can not. 

Area with high law enforcement call volume 

Law enforcement is an important function within the Ranger Division, however it seems to 

frequently be the primary focus when it comes to allotted training hours and financial decisions.  

I think that the law enforcement function receives too much emphasis and the other tasks too 

little. 

Law enforcement, if used appropriately and correctly, is a tool that greatly supports the park 

service mission. 

I am a full-time, sworn, LEO with the National Park Service. I have worked LE over 13 years. 

Based on a lack of support for making arrests, a lack of support from the A/USA's office for 

making misdemeanor arrests (stacked charges), a lack of support for plain clothes operations, a 

lack of support for external soft armor carriers due to working in triple digit heat, a lack of 

support for making car stops in unmarked LE patrol vehicles, and a lack of support for outside-

the-box thinking, especially as it relates to counter-narcotics operations (Mexican Drug 

Trafficking Organization - 'MDTO') and gang-suppression operations, I am increasingly of the 

opinion that we are the ""Disneyland"" of federal law enforcement entities. Chiefs and division 

heads work hard to create an illusion of safety in our national parks, esp., western ""Icon"" parks 

but actually degrade LE abilities and encourage a Disneyland-esque mentality of entertainment 

among the visitors who are led to believe, by a powerful PR campaign of public outreach and 

media portrayal, that the ""Park Rangers"" are there to aid, help and serve the public to the point 

of absconding in their public safety mission if that mission in any way infringes on the public's 

right to a care-free vacation.   LE management in my park  would prefer me to be making car 

stops on German tourists for traffic violations and writing 36 CFR 2.10 (d) violation notices for 

food storage violations rather than performing ghillie-suited poaching patrols, traffic stops on car 

loads of undocumented aliens out of Mexico suspected of cultivating marijuana on park lands, 

and making arrests for anything other than the most outrageous felonies, etc. When it comes to 

serious crimes and misdemeanors my management ""Leadership"" team offers no leadership 

whatsoever, waffling in the face of difficult decisions, hiding their heads in the sand in the face 

of controversy, ""throwing under the bus"" LEO's who do stand up and question policies such as 

wearing standard class A field uniforms in sweltering 105 degree heat with an internal level III 
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ballistic vest tucked in for good measure. This is especially infuriating as we work alongside 

local LE agency members who wear external vests and eyeball their NPS brethren in 

wonderment as our shirts turn dark grey with perspiration. Hardly the ""professional"" image our 

supervisors and chiefs were looking for when they denied us permission to wear external vests.   

The NPS has for decades, tacitly permitted nepotism, favoritism and cronyism in the LE ranks, 

profiled extensively in the recent book, ""The Case of the Indian Trader"" by Paul Berkowitz, a 

retired NPS special agent. I myself have witnessed again and again the politically favored and 

administratively sanctioned practice of hiring of the incompetent, the border-line incompetent 

and the pedigreed ass kisser into positions of advancement and supervision... over the qualified, 

the verbose and the straight shooter. We are, in my opinion, an agency of the self-absorbed, the 

dilettante, ""Men on a mission"" (grey and greeners) who believe that loyalty to the mission and 

one's supervisory sponsor trumps the oaths we take in this profession, namely, impartiality 

before the law, merit and character over political preference and the fact that in the 

field...protection of life and property are the foremost reason we carry guns and badges. Not self-

promotion... not to hide in the back country when the shit hits the fan, and not to suppress the 

unpleasant reality that active shooters, myth labs, MDTO's and the rest of society's problems are 

now firmly present in the national park setting. Dividing our time and attention between EMS 

duties, structural and wild land fire assignments and the obligation of staying current in the 

protection profession is watering down our efficacy as LEO's. I believe this has been driven by 

the Chiefs' and agency's predilection for the maintenance of the public's - and their own - idolatry 

of r 

It is the one thing that we can do that no one else in the NPS can. It is and should be our primary 

focus. Everything else should fall into a distant second. 

My concern is that the non-law enforcement manager of the NPS do not understand that you can  

not have a law enforcement division with out having an investigative/detective unit incorporated 

in it.  There is not a law enforcement unit in the country that does not have it.  It seems there is a 

move to get rid of ours by defunding it. 

As LEO's for the NPS, we need to remember the mission. Too many rangers are so focused on 

certain violations, that the big picture is forgotten. For example, looking for ""shady"" cars with 

people not wearing their seat belts to pull over because they might have personal use marijuana, 
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but ignoring a vehicle pulled off the road where the occupants are collecting rocks. As Park 

Rangers, we need to look for and address all violations, not just the ones that are personally 

important. 

In a lot of ways, the ""core"" of what we do everyday. 

I am responsible for the park program. It is the core of what we do. 

Law Enforcement has little room for error, as such errors can be fatal.  It is of utmost importance 

to operate in a manner as to ensure good protection for the Rangers.  Often, the manner in which 

this is accomplished through standard FLETC training is often criticized by the public and other 

park staff. 

With all of the collateral duties placed on my position the opportunity to do any good, proactive 

LE work is rare. 

I feel like law enforcement in the NPS is vital to our mission, but law enforcement rangers are 

more and more removed from the field through administrative tasks not related to the job. 

The 'new' LE coming through FLETC are no longer proactive to patrol the entire park area to 

have a high profile and be seen out and about.  Instead they are encouraged to remain in the 

office and only react when Dispatch notifies them of an incident.  Priority and patrol emphasis 

only on drugs, searching vehicles for drugs, OUI and traffic offenses.  Arrests and stats are goal. 

We are understaffed and undersupervised. The division lacks good solid leadership consistently 

across the NPS. 

At the end of the day, no matter how many collateral duties or ""traditional"" duties Rangers 

have, Law Enforcement has to be the #1 essential thing all Rangers think about. That will keep 

us safe. We have to many in our ranks that think and feel like the Good Ole Ranger out to make 

the family smile, that can approach a situation in a wrong way and fail to take control early and 

maintain control. Surely, a Ranger needs to be able to quickly assess what is needed in any 

situation and be prepared to lower the guard and be that Traditional Ranger.....but we must stress 

that we are Law Enforcement Rangers and there are people who will assault us just because of 

who we are. Below 100. When that is met, Below 50 and so on. 
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Budget cuts have debilitated staffing at OLYM, and without LE officers the rules, regulations, 

and laws of the park cannot be effectively and efficiently enforced.  The staffing shortfall has 

negatively impacted the Wilderness that we are entrusted to protect. 

The NPS should take better care of their seasonal LE's. Perhaps two ways they can do this is by 

better training and the offering of health insurance, THROUGH THE GOVERNMENT, and not 

a third party. Or they could get rid of seasonals all together and just offer perm subject to 

furlough positions. 

Law enforcement plays a critical role in safety and understanding of the authorities and roles of 

LE officers is important for furthering our efforts to enhance visitor safety. 

Law Enforcement Rangers serve an essential function for the National Park Service in that; 

number one, we are highly trained law enforcement officers who fill multiple roles. However, 

people seem to forget that in order to keep our job as a law enforcement ranger we need to be 

competent law enforcement officers. Something that some managers seem to forget. Also, over 

the years I've seen a multitude of outstanding Park Rangers (law enforcement) leave the NPS 

because they can work for another Dept. Of Interior agency like U.S. Fish and Wildlife or 

Bureau of Land Management and get paid better and focus on law enforcement. Basically, the 

NPS law enforcement program is in dire straits because all our good rangers have either already 

left the service or are just waiting for the right opportunity to leave. And it all boils down to, 

money!  The NPS law enforcement rangers are the lowest paid land management police, yet we 

do the most...Hmmm, there may be a problem here since we are losing some of our best rangers 

because they know the NPS will  never take care of them like other agencies. 

Yes, the park needs to stop giving law enforcement rangers non-law enforcement duties and 

tasks! And we shouldn't be managed by non- LE. 

No 

I work at the Grand Canyon. We chronically short staffed and our management continues to tell 

us ""to bad"" We have trouble putting two rangers on a shift, and have to deal with calls such as 

domestic's regularly. However other outlying districts with almost no call volume that are 

primarily SAR and EMS are always fully staffed. Moral is low and we don't have the tools to get 

our job done safely. 
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Most parks cannot send employees to advanced training due to funding shortages and the travel 

ceiling/cap. This has severely impacted my law enforcement employees. FLETC funded training 

and travel with no ceiling cap would greatly help my staff and program for law enforcement. 

One example where this was done:""use of force for FTR/FTEP rangers"". 

Extremely important to this park.  In DC so handled by USPP. 

I work at a park where law enforcement is a crucial part of our jobs. The problem that we run 

into is having to many other jobs as well, fire, SAR, EMS, and we are not paid up to standards of 

other DOI agencies. 

I am currently the only Law Enforcement Officer for my park. 

Law enforcement in a park works best when it is under the management of the superintendent 

Feel as though management sometimes does not understand the importance of law enforcement 

for NPS.  Ulitmately answering to superintendent instead of a commissioned personnel when it 

comes to enforced park policy and procedures makes feeling supported difficult.  Also, fact that 

we are only federal agency still not in a LE series/position and share 0025 position with other 

""rangers"" makes 6C coverage optional in future...would like to see us in actual LE series with 

appropriate pay compared to other DOI LE positions, like USFW and BLM. 

As a non-commissioned NPS employee (paramedic), Law enforcement is not a duty of my job.  

That being said, I work closely with LE rangers, and rely on their skills as medical providers and 

their LE skills on a regular basis. 

There are still GAPING holes in what FLETC is teaching, and the seasonal academies are even 

worse.  We would likely be much more effective if they stove-piped the VRP chain of command, 

rather than answering to park Superintendents.  Right now, LE is just a sidebar of the NPS 

mission, and not being a true ""law enforcement agency"" hamstrings us at every turn. 

Many of the people I support are LE, so it's very important for me to understand the basics of 

their program and how they use aviation assets 

The need for park management to better understand and be supportive of NPS LE Operations. 

Without it the parks would be in a sad state! 
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Until there is a major change in NPS Mgt view of the LE Function (I.e., a primary function and 

valued as such), the NPS will never be a professional LE organization.  As it stands now, LE is 

not considered a primary function of the NPS and is treated as something the NPS has to do, 

versus something the NPS embraces as primary to the NPS Mission. 

Law Enforcement is hard to do with only two LE rangers and a chief.   Necessary positions are 

not being filled. 

Law enforcement is necessary, but more so when the economy is in recession due to known 

patterns of crime rates being inversely related to how the economy is doing in general. 

We need more LE rangers 

Too many protection rangers are allowed to stray from law enforcement duties, creating a 

hazardously unprepared work force. NPS managers often look to law enforcement in the parks as 

a necessary evil or an ugly side of park reality that should be kept out of the public eye. I look 

forward to a major culture shift hopefully coming soon. 

without us, there would be nothing left,  nothing left to interpret. 

Stop wasting tax payer's money, LEO are treated like a joke within the agency. LEOS are not 

needed everywhere there is a park. There pay should be equal to other similar agency LEO 

pay.Get non LE out of direct line supervision of LEO staff, ie- superintendent. 

Most important component of job 

Generally LE is undervalued. No money to put on good training. Park firearms, defensive tactic 

and use of force instructors will retire in next 10 years (maybe sooner) with no money or plans to 

replace them. Poor radio communication, no radio communication with other agencies. Poor or 

no training for dispatchers or any other park employee for that matter. 

I think that the LEO program is very important to NPS. The seasonal program is lacking 

continued and consistent training. It would be helpful to make it mandatory to have a trained 

seasonal FTO program so there can be some consistency across the parks and so seasonals are 

trained property. 

LE is a non essential element to my park however is done only on the basis to protect resource. I 

feel I have no support from senior officers or managers to enforce other laws in the park. 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 219  ~  

 Use Navigation Pane to move about electronic document   

Our LE staff receives frighteningly less training than state and local counterparts.  From routine 

patrol skills, such as Control Tactics and Firearms. to specialized training we receive very little 

new or ongoing training.  I feel dramatically unprepared for my job. 

N/A 

Law enforcement must be the first and foremost core competency of any protection ranger.  

Everything else in terms of skillsets must be secondary.  Each ranger, regardless of their work 

environment or workload, must be thoroughly capable in their ability to professionally enforce 

the law and protect themselves, their colleagues, and the public from violence.  Anything less is 

wildly unacceptable.   That being said, many parks do not have a significant or frequent law 

enforcement workload; this does not excuse the rangers working at those parks from being 

skilled law enforcement officers.  If anything, rangers at slower parks must work even harder to 

keep up their law enforcement skillsets, for when that one critical law enforcement incident 

happens to them every once in a great while, they must be prepared for it.  And that's difficult 

when you don't practice your law enforcement skills often enough to keep the rust off.  I am not 

saying that each protection ranger's job is to EXERCISE law enforcement skills first (i.e. just be 

a park cop) and everything else is secondary; in many positions Servicewide, law enforcement 

activities are a rare occurrence, and much more work time is spent on other work disciplines.  I 

am simply saying that all rangers have to be very good at law enforcement to protect themselves 

and each other, regardless of how frequently or infrequently law enforcement incidents arise in 

their area.  The way I like to phrase such a prioritization is this: be the best ranger your particular 

park needs you to be, mindful of the peculiar mix of skillsets your current position requires, but 

ALWAYS be a good, safe law enforcement officer. 

Rangers are the only law enforcement entity with my area because it is an exclusive jurisdiction 

area.  We do all the law enforcement which includes monitoring year round residential 

inholdings. 

Sometimes it seems like the local parks do not support the law enforcement program with the 

proper training and equipment. 

Law Enforcement is and should be our main job, however I still have the feeling or perception 

that many still do not see it this way. 
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Although it is my primary role, LE is only one of many competencies that I am expected to 

participate in.  I feel that I am constantly pulled from LE-specific duties in order to handle a 

variety of other tasks that might be better classified under other competencies. 

There is considerable room for improvement in how we do law enforcement and who gets to 

make the decisions regarding the sub-competencies. 

IT SHOULD NOT BE diluted with collateral duties. 

It is difficult to rate the importance.  I go to work as a law enforcement officer every day but 

most days I do not do any law enforcement although I am prepared.  So it is important in that it is 

one of my main job duties but not important in that it is not what I do most in my job. 

I think it's an extreme waste of employee energy and actually counter park mission to participate 

in an ineffective and very harmful drug war. I observe much law enforcement energy going 

towards enforcing drug infractions where individuals are not harming anyone, nor themselves, 

nor park resources. In fact, some of these said drugs enhance visitors' relationship to and care for 

the natural world. I think the park needs to rethink its priorities and look at the larger picture, and 

quit engaging in such unethical behavior. 

It is disheartening to perform law enforcement and to have many of your cases dismissed 

because the AUSA feels too busy to prosecute them. 

There is not enough emphases placed on this within the NPS and too many people are coming 

out of FLETC saying ""I dont want to do LE, I'm here for the EMS, SAR, Fire, etc 

My park does not have a high call volume, in fact, its the least visited park due to its remoteness.  

However, because it is so remote it is imperative to keep LE skills sharp. 

no 

Referring to question 1.  To me Law Enforcement is extremely important but to the higher level 

managers it seem not to be that important. 

This is a foundational skill that must be mastered in order to safely complete job duties, in order 

to adequately protect visitors, resources, and yourself and co-workers. 

I work as a climbing ranger without a LE comission 
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NPS LE Rangers as a whole still have a long way to go to reach competencies relative to other 

agencies.  We are still underfunded, lack consistent training, and are behind the curve when it 

comes to being able to proactively protect our resources and visitors. . . 

As a wildland firefighter we work with the rangers on medicals, large events, and use them for 

traffic control on fires. knowledge of how they work is important for us because how differently 

the ranger chain of command is from fires. 

our parks are small  with lower incident rates . . 

LE is a complex environment. Understand law and the legal system is an essential component of 

success. 

It not only reflects who we are but it should also reflect something about the community. 

Stricter hiring standards and more continuing advanced law enforcement annual training.  Law 

enforcement supervisors should be required to attend law enforcement leadership courses, not 

just park service middle management courses.  All law enforcement supervisors should attend a 

law enforcement leadership academy.  Accountability for law enforcement officers and leaders 

should go beyond the park level for all aspects of the positions.  Communication skills should be 

a large factor of performance evaluations with field staff's input considered.   Better 

communication and leadership from management to the field staff will improve morale and 

overall productivity within the V&RP 

It is what I do the vast majority of my time. 

Too many law enforcement professionals have to  answer to non-law enforcement managers. 

This I feel plays a key role in holding back the LE function. 

Concern over the lack of support for the No Net Loss Policy 

Many folks coming out of FLETC think only of protecting the resources. They choose to ignore 

the other element of allowing for the enjoyment of.... 

Performed in an urban, downtown area with a nationally recognized high crime rate.  Murder and 

car clouting incidents ranking very high. 

The field training program has provided us an avenue by which to properly evaluate rangers 

before they go back to the field after basic training. It would be beneficial to have such an 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 222  ~  

 Use Navigation Pane to move about electronic document   

avenue for our seasonal rangers since they are expected to perform the same law enforcement 

duties after seasonal academy, but are not evaluated as to their true skills and abilities in the 

field. 

Its a core function that is often overlooked or underserved by the agency. 

As funding diminishes, my program will continue to suffer until the core competencies of this 

division are appreciated by other division chiefs and superintendents. We focus on life-safety 

areas, which should be the top priority, yet we are lumped into the same priority as maintenance, 

interpretive, and resource management needs. The ""no net loss"" program that was implemented 

after 9/11 is no longer even being considered at the park level. 

According to most GL-09 job Position Descriptions, law enforcement it is supposed to account 

for 80% of what we do, and yet I have met numerous permanent rangers that have never affected 

an arrest, had to use force to gain compliance from a suspect, or have been involved in a high 

stress LE situation.  Most of their experience, or a lack thereof, is a direct result of where they 

choose to work, and their level of unpreparedness quite often results in the deliberate ignorance 

of enforcement opportunities. 

It is critical to the protection of the natural and cultural resources and in maintaining a safe and 

orderly environment for staff to work and visitors to enjoy. 

Little to no continuing education (training) other than the required 40 hours per year 

requirement. Lack of authorized overtime and flexible work schedules to truly investigate crimes 

and serve the visitor. 

As an agency we need to work to create clearer understanding of our “Big Picture” LE mission 

as well as strive more consistent and efficient ways of doing business. 

I believe Law Enforcement oversteps their boundaries when it comes to the community and the 

mission of the Park Service.  It has become more about their careers than protection of the 

resources and the visiting public. 

The law enforcement element of our positions has grown exponentially as it has had to change to 

meet the needs of today's society.  The days of the old style ranger is waning, rightfully so.  We 

can no longer expect to have ""part time"" law enforcement rangers who can also do 

interpretation, maintenance and resource management as equal duties.  The ability to perform LE 
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well is a full time job.  The training alone is very time consuming.  While many traditionalists 

may not care for the ""new type"" of LE ranger we are producing, it is necessary.  Our society 

has changed and we need full time, well trained, experienced law enforcement officers. 

Need better competency as a whole. I see poor LE skill sets from LE Rangers all the time. 

Focus less on the militarization of law enforcement and more on public relations and prevention.  

To many current law enforcement officers come out of FLETC and make situations worse by 

their attitude and mannerisms. 

What happened to the ""No Net Loss"" program. 

No. 

No 

I would like to see the NPS be more proactive with law enforcement technologies and embrace 

equipment that  would provide for greater officer/employee safety. 

Wish to have more of them! 

Law enforcement is THE core competency of everything that we do as rangers. It all starts here. 

Everything else is add-on. 

I feel like there is a broad misunderstanding and level of discomfort with LE servicewide.  This 

leads to extreme challenges with LE programs in parks, with Chief Rangers being forced to 

regularly justify the existence of their programs rather than managing their programs for 

excellence.  LE is an extremely important aspect of the NPS mission, and should be fully 

supported throughout the agency. 

Diminished Travel $$$ and Travel Ceilings are becoming significant problems and methods 

must be developed to exclude those skills as part of ""All-Risk"" Hazards and Quals as somehow 

exempt or managed using a different threshold.  Currently they are lumped in with everything 

else in the ""nice to have category"".  These are not ""nice to have"" they are essential and 

critical to employee and visitor safety 

Understanding the NPS law enforcement program is the critical foundation of our jobs. 

There seems to be a issues service-wide with managers not being pro-active in supporting law 

enforcement programs in some parks.  Case in point are the number of parks that had law 
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enforcement programs and no longer have law enforcement programs and the managers are not 

held accountable for their actions. 

They are to rude and don't treat people with respect 

Law enforcement, one of our Ranger tools, is still continually given a backseat. I don't think we 

do a good job sending a message to Rangers that LE is a major function and we will never stop 

this function, but it is still one of many functions that Rangers conduct. I believe we, as Rangers 

truly have an identity crisis. The leadership needs to echo loudly either LE is out major function 

or a minor. Each park operates with a different understanding. 

It is critical for law enforcement program managers to have advanced knowledge in law 

enforcement. 

I work in a law enforcement heavy park but have little support from management to conduct law 

enforcement operations or arrest violators who are obvious dangers to themselves or others. 

Having a law enforcement presence throughout the park including a visible presence in the 

backcountry is what makes our program successful far and above some of our counter parts in 

other agencies who have almost no presence on the landscape.  Maintaining our capacity to 

conduct a wide range of law enforcement including complex investigations is critical to the 

success of the park.  Laws, policies and regulations without law enforcement is simply talk. 

In prioritizing our day to day actions Law Enforcement activities will top the list unless called 

upon to save a life through EMS or SAR. 

NPS please evolve with times, needs, litigious environmental demands. 

Law Enforcement is the number one critical competency of my job. 

Our agency's law enforcement program has come a long way over the past few decades.  

However, in my experience, there are some great disparities between park-level law enforcement 

operations depending on local leadership and experience.  Some parks may have a very 

advanced, active, and respectable program, while others do not.  This is especially true when 

comparing large, heavily visited park areas to smaller, less visited ones. 
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The need for law enforcement programs in national parks is more prevalent than ever before. 

Assaults are on a rise and now NPS maintenance and interpretative staffs are being assaulted 

while performing their assigned duties. 

Law Enforcement here at the park is not very important. We do 80% collateral duty work and 

20% law enforcement. The park likes to micro manage things and it seems like we are always 

stuck doing work for people higher than us. 

The Temple University effort to infuse minorities into the workforce is a miserable attempt that 

has been tried and tried again and has failed time and time again.  Give it up already.   The NPS 

should go towards ranking like every other police force in the country.  The local PDs do not 

know how to relate to a ranger staff that doesn't have a Sargent, Lieutenant, or other means of 

ranking identification as part of the uniform. 

There is a need for a Chief Ranger training course. 

In addition to uniformed patrol and emergency response, must complete complex criminal 

investigations including deaths, burglaries, felony crimes against persons, and internal employee 

investigations.  Essentially a full detective bureau without any detectives. 

We DO NOT have Rangers anymore, they are Law Enforcement Officers and should never be 

called ""Rangers"" ever again.  Place all of them in a law enforcement officer series instead of 

the ranger series. 

I find it hard to commit enough time to LE and the management of the LE program due to 

numerous other collateral VRP duties. 

Although important, It currently takes too much time to train and keep the skill level up.  This 

takes away valuable time for the other skills needed int he job 

THERE NEEDS TO BE MORE LAW ENFORCEMENT PERSONNEL AND MORE 

FUNDING FOR THE PROGRAMS 

I really enjoy doing law enforcement and believe it is a vital role with the NPS. I believe that 

collateral duties and a non LE chain of command detract from the service we can provide our 

visitors. 
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Here at my park, law enforcement staffing is minimal and I feel visitors and resources are 

neglected due to funding. 

With decreasing budgets officer safety becomes more of a challenge to provide.  We need to 

rethink/revise how we conduct our operations.  We also need to utilize technology better. 

Law Enforcement is a rapidly evolving field. Laws and techniques in how respond to incidents is 

always changing. It is important that if this is a person's chosen profession, that they do it with 

excellence and not just ""collect a pay check. 

I am in Law Enforcement. 

It is important to maintain our law enforcement and people contacting skills, despite all of our 

other duties.  If we are not skilled in law enforcement duties and contacting people in law 

enforcement situations, we can easily be seriously injured and killed.  The suspect(s)  won't care 

that we are not very skilled in this area.  The NPS is making progress on this front and I 

encourage more professionalization and progress in this area. 

No surprises here.  We lack staffing/funding to accomplish even the mandatory taskings, let 

alone establish any type of proactive patrolling. 

I like to call LE a component of protection 

Law enforcement is essential in resource management and protection. Without Law Enforcement 

as a tool to use in the protection of the resources all of the policies and strategies to manage the 

resource would fail. 

Great competency definition.  Not sure why I did not check this a 7. 

We need to be different, and treated like a federal officers. 

It is the core of my job function. 

I believe that the quality & professionalism of NPS LE is compromised by it's being managed by 

individual parks instead of by Line Authority of WASO/LESES. 

We should consider direct line supervision through the regional office and up to WASO.  Also 

the journeyman level should expand to the GS 11 like our sister agencies in FW and BLM. 

I selected N/A for law enforcement as I do not deal directly with law enforcement personnel. 
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So are we actually calling ourselves a Law Enforcement Officers for once? 

Here at Lake Mead the only thing people want to know about the park is.. ""Where is the cool 

places to party. 

Management frowns on proactive law enforcement.  US Attny's tend not to give full attention to 

our cases because ""they are not very important"" opting to plea out cases or drop them entirely.  

Almost NO hands on training as to how to defend your self with only your hands.  Too many 

officers are unable to perform simple hands on skills to control subjects, so they either over react 

with a type of use of force, get hurt, or get killed because they are over powered.  We work in 

VERY close proximity to visitors who may want to hurt us every day - spontaneously.  Knowing 

how to react to a spontaneous threat - by your self because management frowns on Rangers 

working in teams - will save lives and lower injuries. 

my position is only administrative. I am not a sworn law enforcement officer. 

This competency is strongly linked to Operational Leadership and officer's safety. 

US Law Enforcement Rangers need more support and a better understanding of our work from 

management. Subject to furlough positions should be phased out because often when trained LE 

personnel are needed the hours are back filled with overtime so it is a lose lose situation. 

More L.E. training for supervisors is needed. 

Need to ensure at this unit we are not involved in mission creep in supporting local agencies such 

as the SO and/or CHP 

There is often times the feeling that law enforcement in  the National Park Service is a necessary 

evil.  This atmosphere makes for a frustrating career. 

I am a new supervisor.  I have received zero training on managing an LE Program.  The NPS 

should create a week long course for new gs-11 LE Supervisors that covers managing LE staff 

and LE programs to include leadership, use of force, and staffing. 

Disappointed with NPS/DOI 6c Retirement Coverage 

I am expected to be the chief law enforcement official for an area of exclusive federal legislative 

jurisdiction. 

It is the most important task assigned to Protection Rangers in the NPS. 
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SAMOs degree of law enforcement needs are much different from my previous assignments at 

SHEN and HOSP, but necessary nonetheless. 

Law enforcement is a critical element in my current position. Having continuous and constant 

training in law enforcement is critical to my safety as well as the safety of those I work with and 

the visitors of the park. However, a lot of training time is spent on structural fire (which I am not 

certified in) and EMS (which is incredibly useful)- But not enough LE training which is critical 

at a park like the one I work at. 

We are too understaffed to be efficient and properly effective. 

we have some jurisdictional/A.U.S.A issues 

Our uniforms need to fully distinguish us from non-law enforcement employees for everyone's 

safety. Our vehicles also need to display the word POLICE prominently. 

I law enforcement is very important and dangerous.  I think that having seasonal employees with 

law enforcement commissions after minimal training is dangerous.  I hope we solve this issue 

before a seasonal is killed. 

The NPS traditionally does not embrace the fact that they have a Law Enforcement Division.  It 

is oftentimes said that we are a necessary evil.  The NPS needs to embrace the fact that they have 

commissioned Law Enforcement Officers and afford these men and women the flexibility to do 

the work required. 

We have no commissioned LE staff at our park 

As the law enforcement role has become more professionalized (which needed to happen) it has 

also become the primary function for our division. 

Written communication and report writing!!!!! 

We are expected to work a purposely random schedule and have no life?  Off shift at 10 pm and 

back in at 9am, then make an arrest and work late.  I want the officer with the gun well rested 

and with a good family life.  Permanent employees are working a seasonal schedule due to 

tradition and it is unsafe.  Ww hear about Workplace Enrichment but apparently that does not 

apply to Law Enforcement, and they are the ones who it should apply to most due to making 

quick, final decisions. 
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n/a 

After two decades with NPS, I still think that the agency as a whole does not support proactive 

law enforcement or the benefits that strong law enforcement bring to the agency. 

No 

Law enforcement is our primary function. We spend the most amount of time and effort in 

training for LE and police functions. On every contact we show up in uniform with a badge and 

firearm. If you are not thinking with a police mindset then you are putting yourself and others at 

risk. First and foremost we are police officers. 

The LE function for park Rangers seems to be the only function that protection rangers are 

focusing on. The service needs to ensure the right type of individual is being hired to become 

Park Rangers and that LE is just one skill of many. Superintendents need to be involved in the 

process of training and overseeing the role of the Prot PRs. The service needs to be careful about 

labeling PRs as ""Police"".  This is a complicated issue. 

Law Enforcement is my primary concern during the ""busy season 

I am a Protection/Law Enforcement Ranger at a Field Level.  Law Enforcement is second only to 

Emergency Response among my duties/responsibilities. 

Covered LE Position. 

Need to continue to develop Park Ranger's investigative skills at the detective/full performance 

level to ensure proper felony and civil investigations. 

Our LE division is not red carded so they are primarily used for traffic control or to assist in 

wildfire investigation. 

I wish we had a better relationship with ours.  Each officer has different rules, different situations 

they might respond to.  Interp is NOT LE! 

I am the Chief Ranger in a border park, therefore very important. 

We use local resources at this time but still need strong understanding of agency LE program. 

Get rid of the ""protection"" BS and call us law enforcement officers and be done with it. 

Law Enforcement although very important, it is seen as a necessary evil. 
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It is impossible to overstate how much variation there is across the system. LE is 90% of my 

current position, 5% of my last position. Also, the stated core competency is odd. ""ability to 

demonstrate understanding"" does not get the job done. How about ""effective prevention, 

detection, apprehension...through a variety of techniques. 

I am not currently an LE ranger.  I believe that the LE Staff need to maintain Core back country 

Ranger skills 

Seems to be more of a collateral duty in positions at the gs-9 and higher level. We do more 

admin and planning work then LE field based work 

Budget situations is impacting Law Enforcement to the degree that this operation is impaired to 

maintain core competencies for the ranger staff. 

I rated this low because the park I work at does not have a law enforcement program.  However, 

law enforcement from other parks assist with large special events occasionally. 

i am a non-comissioned general ranger 

It would be good to see a standardized transition course for FLETC graduates completing field 

training and returning to Alaskan parks to work law enforcement receive instruction in ANILCA 

and community policing in rural Alaskan towns and native villages. 

My position and duties would not be possible without the assistance of Law Enforcement. 

There are many standard operating procedures (SOP's) and other docs such as the Law 

Enforcement Needs Assessment (LENA) and the Visitor and Resource Protection (VRP) survey 

that supervisors and Chiefs are required to complete.  I believe WASO should have boilerplate 

templates as examples for new Chiefs/Supervisors.  All too often we come into the job anew 

without benefit of training, orientation, shadowing, overlap and are expected to complete these 

things without any idea of how to go about it.  It would be ideal to have some overlap between 

outgoing supervisor/Chief Ranger and incoming but this never happens.  Why?  Often there is no 

money to move the new person, so we have to lapse the position for 8 months to save the money.  

Secondly, we can't fill the job until after the incumbent leaves, even further, we can't even 

announce the job until the position is vacant.  The results are that often subordinate staff are left 

without supervisory guidance for 1-2 years!  Then when the new person comes in, they have to 

""figure it out"" and since each park does things differently - transferable knowledge from one 
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par k to another is limited.  Next - at our national training center - FLETC, basic recruits are 

being poached in the hallways.  Other agencies with more goodies to offer ""troll the halls"" 

looking for good candidates and make a pitch to them.  What can they offer that we don't have?  

GS11 journeyman pay wo/supervision, take home car, flexible scheduling and in some cases 

AUO pay (Administratively Uncontrolled Overtime).  In an informal retention study we did, we 

found that we were losing employees in their 30's with 10 years or less job experience after we 

had invested 100K ""jumping ship"" to go work for USFS, USFW, BLM.  We are losing quality 

staff and we can't compete with what other agencies are offering.  Ranger retention information 

can be obtained from Regional Chief Rangers or via Holly Rife, Sarah Davis, Matt Stoffolano. 

We are a small park within local city limits and depend on local Law Enforcement for these 

duties. We do not have a commissioned ranger at the park. We also depend on parks nearby for 

LE responsibilities. 

We do not have law enforcement on staff. 

Have not yet attended the ""Law Enforcement for Managers"" training as yet, which I assuem 

woudl be very helpful. 

As a park superintendent I do not perform law enforcement, but I oversee and manage it. 

Law enforcement is one of many tools that is available to us in managing parks.  We need a 

balanced approach that keeps the visitor, resources and employees in mind.  The actions of our 

law enforcement staffs play an important role in helping visitors determine the relevancy of the 

parks. 

We;re an Icon park which enhances the importance of LE. If we were not, the level of 

importance would drop to 3. 

small park rangers are often un prepared for a serious LE incident, and may be working alone. 

My position is a Non Commissioned Staff Ranger.  However, I have 16 seasons of NPS LE 

Experience and training that makes me valuable in this job 

I am concerned with what seems to be the defunding of advanced courses at FLETC, particularly 

with the projected retirements over the next few years.  The defunding has not been met with an 

offset in local funds so many parks are finding it all but impossible to send through employees 

for field the field instructorships we need to meet mandatory training and refresher standards. 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 232  ~  

 Use Navigation Pane to move about electronic document   

Need - overall management of function in a park without LE personnel specifically.  Partnership 

based LE.  Responsibiliities and limits on non-LE personnel in potential risk situations - fee 

collection, required occupancy, general security of facilities, etc. 

My current parks law enforceement program is under staffed, poorly trained and poorly equipend 

As a commissioned ranger it is very important to know the  Federal, State and Local laws.  And 

as you move from duty stations to other duty stations you need to learn the new laws of the area.  

You also need to keep current with the new laws that have been passed by the Federal, State and 

Local areas.  In order to bring a case in court you need to have the knowledge as well as the 

meaning of the laws you are enforcing. 

Law Enforcement at this park is hindered by other divisions and the administration. Complaints 

are registered on LEO's because of  a lack of understanding and compounded by LE's inability to 

explain the reasons for their actions. There is a serious need for LE activity in and around this 

park, unfortunately due to jurisdictional complexities of the area, unless NPS enters into MOUs 

then I feel helpless to assist other LE agencies. 

As a Superintendent, I believe it is critical to understand the role that law enforcement plays in 

our national parks and how the program interfaces and blends in with the overall operations of 

the parks.  With a law enforcement background I find that I am able to quickly and effectively 

communicate with the law enforcement staff in my park. 

I feel like instead of hiring people based on capability, the NPS hires based on diversity and 

veterans status. Non vets don't have a chance at LE jobs in the NPS anymore and this seems 

more discriminatory than anything else. 

It is not taken seriously by the NPS. Not enough money, training or staff is put towards LE or 

our safety.   It is studied but nothing is done about what is determined in those studies to keep us 

safe and alive. LISTEN and ACT! PLEASE! 

The NPS as an agency should NEVER be allowed to lapse a Protection Ranger position after a 

ranger retires or transfers, yet they do so all the time.  45-60 days can be permitted, in order to 

process the PCS move of the incoming ranger, but no longer.  I understand that other positions, 

such as a backhoe operator or historian, are important, too, and one might argue why those, too, 

should not be lapsed, but we rangers are essentially POLICE OFFICERS in the parks, and every 
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time the NPS allows one of our positions to lapse for longer than it ought to, the rest of us are left 

spread thin with less back-up and become over-worked--a very dangerous combination. 

I find there has been, and continues to be, a disjuncture between LE in the NPS and the LE staff 

verses management and other staff. It can make for a difficult day. 

It is difficult to be successful when answering to a non-law enforcement individual 

(superintendent) 

The NPS needs to decide whether or not they want law enforcement at all.  Too many parks feel 

law enforcement is not necessary.  We need to decide if the law enforcement division is going to 

be a professional operation.  The big parks, Yosemite, Grand Canyon, etc., have embraced law 

enforcment in their area.  But , when it comes to medium sized or small parks, it seems like law 

enforcement is viewed as a collateral duty.  I feel that I am supposed to be paid for doing law 

enforcement, but it seems like most of the time, I am doing some other collateral duty.  Also, 

let's professionalize law enforcement if we are going to have law enforcement in our parks.  

Look at our vehicles, they look like crap.  Every park stripes and puts decals on differently.  

Also, the design is horrible.  A green stripe and an arrowhead?  A good reference would be BIA.  

There vehicles look professional, and it looks good.  That's just one thing, I could go on and on.  

Why are we still lumped in the same series as an interpretive ranger?  0025.....Our job is nothing 

like an interpretive rangers job. 

The FLETC program along with the field training program prepares its rangers well.  The 

entrance fitness standard is good but could be improved by mandating a passing fitness level for 

each annual physical efficiency battery. 

Park administration does not understand the role of law enforcement in the park. 

The LE function really needs to be stovepiped like the USFS.  There are too many managers with 

little or no LE knowledge making bad decisions. 

important in my position only as i am occasionally asked for administrative assistance 

w/correspondence when the AD's executive assistant is out of the office. 

IT is not acceptable that GS-4 LE positions exist. An LEO should not be expected to put his/her 

life on the line on a daily basis for GS-4 pay. There must be another way to save money. 

Work with and coordinate daily with LE staff though my position is not LE. 
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I answer a lot of questions about rules and regulations and occasionally stop when driving in the 

park to explain something to someone. 

We assist each other occasionally. 

LE programs are being continually eroded by non le minded personnel dictating what and how 

the le program is run and not supporting this function fully. 

I am the LE ooperations supervisor. I solely supervise LE rangers 

We are under staffed.  What ever happened to no net loss? 

The NPS should seriously consider a professional Law Enforcement ""Chain of Command"" 

structure that is modeled similar to the United States Forest Service and United States Park 

Police structure.  The current NPS Law Enforcement ""chain of command"" is grossly 

inadequate because non-law enforcement managers (NPS Superintendents) ""manage"", 

""supervise Chief Rangers"", and ""control law enforcement budgets.""   Even with the ideology 

that ""law enforcement is only a function of the NPS; it is not a law enforcement agency""; the 

NPS law enforcement command system should be changed to a chain of command managed by 

law enforcement trained professionals.  Furthermore the NPS Law Enforcement comman 

structure should follow designations common in the Law Enforcement Profession; GS-9 (LEO) 

& (Corporal ranks for those LE Rangers with multiple disciplines), GS-11 (Sergeants) & (Law 

Enforcement Program Specialists), GS-12 (Lieutenants) & (Law Enforcement Program 

Specialists) , GS-13 (Captains), GS-14 (Majors), GS-15 (Deputy Chiefs), SES (Chief of NPS 

Law Enforcement & Investigations Branch), SES (Commissioner* of NPS Law Enforcement & 

Investigations Branch) *Primary duties would be to communicate with Director of NPS, 

Congressional Members, & high ranking USDOI officials. 

From the top down, there is little to no support to tell park managers that we SHOULD be doing 

law enforcement and SHOULD be supported 

As Official Federal Law Enforcement Officers we should be recognized and officially named 

""Law Enforcement"" or ""Police"" not Park Rangers.  The term Park Ranger is too vague and 

confuses the public.  It makes our job harder and unsafe when the public does not understand we 

are law enforcement/police.  After 10 years with the NPS this has caused a number of safety 

issues for me and my co-workers. 
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Law enforcement is exactly that.  With current changes in policy and extending our Federal 

Resources to react to National Security issues, we have changed the face of NPS to security staff 

We should look at the way we conduct the Field Training Experience. I think we would have 

more rounded employees if we split the field training experience into 3 separate parks over the 

course of 6 months. This would allow the employee a chance to get a feel for different types of 

parks and issues (i.e Urban, Natural, Cultural, etc...) This would also allow the employee a 

chance to spend some time back at their home park and with their family over the course of the 6 

months. 

The ability to work as an LEO is a privilege, not a right.  If someone is incapable of performing 

the duties (physically, mentally or attitude) they should not be forced upon those who desire to 

conduct themselves as professional officers.  The NPS affords many other enjoyable career 

options for those who find themselves unable or unwilling to be safe and effective officers. 

Promises of training are usually empty.... 

Law Enforcement Ranger FTE numbers are decreasing and visitor numbers are increasing. 

It would be nice to see a skills assessment done on a bi-annual basis on all Rangers and 

Supervisors who have not attended any advanced training at FLETC five years or so post 

graduation. 

LE for Superintendents still needs to be a required course for all and should be one that is 

required every 4 years. A shorter, elective version of LE for middle managers might not be such 

a bad idea. 

My agency does not support the Law Enforcement mission, it is an conveniences for non-

enforcement management. 

The fire investigation courses, FI-110 and FI-210 should be incorporated into the basic LE 

course taught in FLETC for all our LE personnel. 

It is extremely important that our Law Enforcement personnel protect life, property and deter 

terrorism. 

Needs professionalization, proper oversight, better leadership, higher standards 
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Even if people aren't doing LE all the time, this should be extremely important to everyone.  It is 

the reason why we have 6c retirement.  If this ranked low for them, it is a problem for 

themselves, their coworkers, their park, the public they serve, and their agency as a whole. 

Solid foundation in legal is required to perform successfully in my position. 

Law enforcement is a critical aspect of park/regional operations and impacts many other 

operational areas.  Therefore a good understanding of its role is important. 

Establish and provide minimum aviation safety training for all new and developing LE personnel 

joining the service.All hazard aviation response introduction. 

No 

Law Enforcement is also about understanding the laws and regulations that apply in the park as 

well as the laws of the surrounding communities that affect a park unit.  All employees and 

partners need to be able to recognize violations and educate visitors on appropriate actions in the 

parks. 

LE implements (enforces) many of the regulations we develop. 

Our officers are well trained but very short handed for this size of a park. They have been 

stretched as far as they can be. 

My current park is comprised of mostly Wilderness so the opportunity to conduct Law 

Enforcement is very rare. 

Law enforcement is constantly out in the field seeing and checking things.  It is very nice when 

they can report back the the headquarters staff things they see taking place. 

Because of the administrative work load, I am unable to perform much LE. 

They Provide service during wildland fire, visitor protection, and fire investigation. as well as 

assist with medical call in the park saerch and rescues and other activities that we do not have as 

much experience with as they do. 

Work under proprietary jurisdiction; per local MOU we pass major cases over to county thus 

limiting us from processing cases through the system; limits our experience 
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Not all parks are equal in their jurisdiction and criminal activity.  Younger rangers who have 

transferred to our unit become very frustrated in the work here, not understanding that not all 

parks are like field training parks. For sleepy parks with out many arrests & traffic stops, I do 

recommend a rotation program where once every three years rangers rotate out for two weeks of 

detail to the busier parks to maintain perishable skills beyond field training.  (Perhaps once every 

3 years?) 

I work with LE on many activities within park in holders for inspection of facilities. 

I work in an area with minimal Law Enforcement issues 

My program is in two very large roadless wilderness units. It is a vastly different LE program 

from traditional units on the road system.  LE is important but with low staffing and extremely 

dispersed visitation incidents are low. 

The mandatory retirement age is outdated and should be removed. 

It seems more common for Rangers to be cops, than be Rangers 

There are good LEO's and there are terrible ones.  That are more dangerous than safe. 

No. 

Regardless of the park unit and location, law enforcement inherently can includes life and death 

situations. Support from management is essential to our performance in this regard. 

I would like to see more money and resources being available for advance law enforcement 

training. 

Needs to be quicker access to the training academy for new hires.  LE needs to be accepted for 

what it is, not as another duty we do but as the primary duty with other duties (fire, SAR, EMS). 

My work location (Fire Lookout) and the housing area I live at in my assigned national 

monument is located in very remote area.  Local law enforcement (i.e state, county, city and 

other federal law enforcement units) do not allow for safe and reliable response times to provide 

needed security and medical support. 

It is a common philosophy in the NPS to exercise good judgment and emphasize education and 

the ""authority of the resource"" related to violations, particularly misdemeanors relating to 

resource protection. In this sense I see law enforcement as a tool, but explaining a violations 
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impact, particularly on the resource is more effective overall than simply writing a ticket. 

However, working in  a border park, I tend to see law enforcement and more importantly visitor 

protection as vitally important to our operation. 

Law Enforcement is not taken seriously enough by enough units/managers within the park 

service. 

We need more LE, if there is only one on duty and they get a call for service, they are now 

unavailable if needed by park visitors and or staff. 

Currently, the LE program in the park deals primarily with incidents of minor nature- e.g. traffic, 

vandalism.    However because it is in an urban environment, the possibility of future more 

serious risk remains a threat. 

Although not a Law Enforcement Position, most of the actions I perform must go through the 

filter of how they will affect the law enforcement contact that may need to occur later. 

Needs more support from other branches 

I would like to see a great emphasis on high quality law enforcement training. 

Only with respect to enforcement of wilderness regulations, which requires protection rangers 

that are capable of spending time in the backcountry.  Do they know Leave No Trace, 

backcountry safety, Search and Rescue, awareness of Wilderness Character so that their actions 

do not degrade Wilderness (i.e. helicopter flights/landings/overflights that impact visitor 

experiences). 

no 

I am a Law Enforcement Supervisor in my park 

The new IMARS reporting/ticketing system ruins LE ability to perform our job. We undeniably 

now patrol FAR less, spending 3x-4x as long stuck inside on the computer as before. If any NPS 

LE is anonomously honest, they will confess that LEs undeniably now hesitate to write citations 

like never before for fear of the endless computer time involved inefficiently logging something 

as small as a speeding or parking ticket. Yes, practice improves the IMARS logging speed, but 

the new system is undeniably much more time-consuming than before (=less time on patrol) 

AND counter-productive to our mission at every level (=discouraging citations).  At a time of 
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NPS personell cutbacks, the LEs who remain need measures to STREAMLINE our job to fill in 

for fewer LE Rangers/Officers, NOT changes which hamper and subtly discourage the 

performance of our duties. If the 'new' NPS LE goal is now letting most crime in our parks go 

with mild verbal warnings or no LE response at all, then the IMARS system is succeeding. But 

criminals are/will figure out that consiquenses and overall enforcement in our parks has now 

become minimal and that there are FAR less deterring fines/punishments than before.  Please 

reconsider this poorly thought-out system ruining LE in our parks we all love so much. 

NO 

No 

We need more Rangers 

There are certainly connections between LE an Wilderness, but those connections are not 

especially well-identified or mutually utilized at this time. 

The core mission in my park is natural and cultural resources protection 

Cops are cool, but Rangers are better. 

We have a low incident park. 

The mission to protect our resources, visitors and citizens using our parks is extremely vital, and 

is often overlooked by some components of management.  Granted I realize that we are an 

agency that does law enforcement and not a law enforcement agency, but some greater 

consideration when it comes to the treatment of the program would be greatly appreciated. 

no 

I work in a border park, with that being said it is a quiet  border park with at times a few drug 

loads and crossings of foreign nationals. We also have a POE in our park which makes for an 

interesting job sometimes.  I feel that we are conflicted on our duties as LE and maybe stifled at 

times. The conflict comes from not being able to act full on as LE due to dealing with other 

collateral duties and the mission. It is hard to be mission oriented and be LE sometimes but that 

is also what makes our job great and allows us the latitude other LE do not have 

I have a staff of 13 commissioned rangers who patrol 132 miles of river and 95,000 acres of land 

with an annual visitation of 1-1.5 million 
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LEOs are still somewhat expected to be all-things-to-all-people.  They are expected to have so 

many skills that sometimes they can't keep up with the required CEUs for each skill.  We either 

need more folks or we need to reduce the expectation that rangers can do everything and limit 

the expected number of skills that we will continue to reinforce with refresher training. 

I wish our LEs would focus more on helping visitors than hunting them down.  They profile 

drivers by car model and bumper stickers, and aggressively tail gate drivers quite often.  It was 

not always this way. 

They assist on me on medical calls 

In our posistion as an emergency responder, we rely on LE personnel to assist with emrgency 

ops. 

Importance due to jurisdictional issues and NPS and park-specific regulations. No other agency 

and no other division can accomplish this part of the mission. 

The image of LE and public perception of LE In the NPS needs to be improved vastly. The 

public needs to understand that we are federal POLICE OFFICERS!!! We need to make specific 

uniforms for LE's and improve and specify our vehicle markings etc. The public should not 

confuse LE's with interps. or maint. Employees which happens all the time. Improved image and 

marketing of NPS LE rangers will make the program more effective and increase officer safety. 

The Field Training and Evaluation Program is a key component to assuring this competency. 

Please continue to support it, fund it, and keep quality people motivated to run it. 

There is a large discrepancy among NPS LE Rangers. Some will bend over backwards to help, 

with others, it takes a crowbar to get them off their rumps to do basic requests. 

Future hiring should stress law enforcement suitability. 

Unarmed, CFR enforcement. LE co-operator 

I enjoy how the National Park Service allows employees to perform full job duties as a law 

enforcement officer before they ever enter the required portion of their training at FLETC. We 

essentially perform our law enforcement duties while being told we are not qualified to perform 

those duties. This is the only federal agency that has this practice. 
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The attitudes of those in LE have changed. Visitors and locals of this park should feel welcomed 

and protected by LE instead of threatened or mistrusting. 

We are police officers.  This should be the most important competency for any one putting on a 

gun and a badge regardless of what other duties he/she may be assigned. 

It is our responsbility to protect visitors and resources, conduct investigations, apprehend 

violators, etc. 

We do not have LE staff at our four parks - EUON, JOMU, POCH, RORI. We pull in LE staff 

from our network parks and the regional office if needed. 

I would like to see further professionalization of the law enforcement branch.  In particular I 

would like to see LE ""stovepiped"" so that the LE personnel of a park are accountable to 

another law enforcement officer, rather than someone who may not have any background in it.  

As it stands, it can be a contentious issue between carrying out safe, effective, meaningful law 

enforcement operations, and not impinging on the ""visitor experience. 

It's why we are here! 

It is important to be balanced and to remember to handle things at the lowest level of 

enforcement necessary but be prepared! 

Law Enforcement is critical for the safety and satisfaction of visitors and employees. 

As a division we need to focus on Law Enforcement 

Annual training and assessing and funding needs are essential to safe, professional and quality 

job performance. 

It seems that supervision is more concerned about the image of doing law enforcement than 

actually preforming good law enforcement. 

There should be a core training for all staff so they understand the role and function of all law 

enforcement function as it deals with the National Park Service. 

continue to get management to value and understand that LE is park of the NPS mission and not 

something evil. 
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Many think they are good LE if they write the most violation notices. They forget that the lowest 

level of enforcement to do the job. 

Law Enforcement is a perishable skill that needs to be utilized or trained on constantly to be 

proficient.  Most of the NPS locations do not support active law enforcement.  ""Look to cop 

like. 

I work in an urban environment which traditionally boast a high crime rate. However, I find that 

""Law Enforcement"" in my current position exists as a contingency not as a priority. I often find 

myself burdened with the bureaucratic elements of VRP responsibilities, with Law Enforcement 

being an activity engaged in once all the busy work is completed and not the other way around. 

As a result active LE skills are not utilized on a regular basis, nor is training conducted in a high 

frequency to compensate for this. What training is available via    FLETC is not accessible to 

field staff due to staffing and budget constraints. 

More and more oversight from the region is not needed 

Without law enforcement we would not have a resource to manage. 

no 

Law enforcement means many things as an US Park Ranger. Visitor AND Resource 

Protection/Enforcement duties, with their various sub-sets, fall under the umbrella of ""law 

enforcement"" and, even though I've been only in the agency for a few short years, it seems that 

some officers forget that being a Park Ranger means being well-rounded and enforcing a variety 

of laws. 

As time progresses I find my skills as an EMT and wild land firefighter are used less and less. 

The majority of tasks I perform on a day to day basis revolve around LE. Furthermore, if I do 

respond to a medical situation or wild land fire, I am rarely used in a traditional role. I am 

quickly assigned as a law enforcement to ensure area security or to perform incident 

investigation. 

There is a need to have NPS change the LE position to prioritize Law Enforcement critical roles. 

One upgrade the field level positions with the series grade 1801 to better coincide with the other 

federal land management law enforcement agencies. This would assist NPS with retaining 

valuable field experienced personnel and allow each field ranger to be paid properly and 
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accordingly. Two with better supervision. For example, take out the superintendent from 

overseeing the law enforcement division. Specifically allow Law Enforcement to run outside the 

normal park operations. Supervision should be given law enforcement specific training on how 

to handle law enforcement supervision and management. Above the Chief Ranger position, you 

should allocate sub regional Law Enforcement personnel to oversee and manage each park Chief 

Ranger. Please reference the U.S. Forest Service Law Enforcement chain of command. Three 

with better funding, that is specifically assigned to the Law Enforcement Division. Not shared by 

other park wide divisions. 

It's my job and pretty important that I do it well 

Issue Tasers at FLETC 

min amount of required training is not enough, parks need outside instructors brought in to teach 

and train 

current position involves a lot of collateral duties that are not law enforcement oriented 

My LE job here at my duty station is not ideal since the officers here are not equipped to do the 

job and the job is not supported by the AUSA. 

As long as we have a law enforcement program that is ultimately managed by non-law 

enforcement people, we will continue to have a substandard law enforcement program. Further, 

until the NPS as a whole, accepts and embraces law enforcement officers as a vital part of the 

agency, and not some abstract method of ""visitor education"", we will continue to have a 

substandard law enforcement program.  Characterizations such as ""Protection Rangers"" only 

serves to confuse the issue with everyone from superintendents, regional directors, other park 

staff, the public and even chief rangers and some LE rangers.  Even our title of ""Ranger"" is 

confusing when there are a myriad number of other employees in the park service with the same 

""title"" who are not law enforcement officers. How often have each of us had a conversation 

where we have to explain, ""Well, I'm a law enforcement officer, but that guy over there behind 

the desk is not. We are both rangers and wear the same uniform but he is an interpretive ranger 

and I'm a LE ranger.""  I've had that conversation with the public, with park volunteers and with 

other police officers.  The time has come to abandon the name ""ranger"" to the other divisions 

and embrace the title ""police officer"".  A simple name change will not alter the actual job we 
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do and all of it's variety and complexity.  But it will go a long way to clearing up the confusion 

around who we are and what we do. 

No matter what environment (high/low leo contact park) the individual works in officer safety 

must be a priority. 

I feel well prepared and equipped to make safe and effective law enforcement contacts. I do 

think that my NPS unit needs additional LE positions, as often we have only 2 LE Rangers 

working in a park where it is easily possible to be an hour from your backup. Our staffing levels 

from 10 years ago were double what they are now. 

As a fire investigator in both wildland and structural fire, I must work with LE staff when 

conducting investigations 

The significant delay in sending full time LEO's to FLETC creates unnecessary safety concerns 

that appears to be unprecedented by any other agency in the country. For example, as an ex-

student hire, I will have spent over five years working full-time with a Type II commission 

before I have the opportunity to attend FLETC, which can hobble one's career growth and limit 

opportunities for individual development within the agency. 

without a strong program, there s no point having the laws and regulations 

This is a high priority, as it is the last line of defense against those that would damage or take key 

park resources.  No one else in the Service has the authority to hold this line.  The Service does 

need to remind all its employees of this priority;. 
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Is there anything further you would like to tell us about Resource Protection? 

 

NOTE:  All responses are recorded verbatim. 

 

If I worked in a real park then this would be important, however, where I work is just recreation 

area with only the most dubious historic ties and no wilderness character to speak of. 

Same response as question 2. 

Protecting the natural and cultural resources for the enjoyment of future generations while 

making them available for the public to use and enjoy is a tough job! It seems almost 

insurmountable at times. 

As a FMO, this is extremely important. Resource protection goes into every management action 

I work in a park with outstanding natural resources including wilderness, and resource protection 

is a crucial component of the law enforcement mission at my park. 

It is the same to me as LE 

This is the basis of the park service 

Core to NPS mission, very important, but taken to the extremes and crosses out of park 

boundaries. 

I believe that their are some Rangers who forgo Resource Protection in order to catch speeders or 

DUIs to the detriment of the resource. 

Resource protection is a function of law Enforcement. as Law Enforcement personnel we are 

charged with the duty to protect Visitors and Resources. I do not believe that science, education 

and resource stewardship play a major role in Law Enforcement duties. 

The Resource Protection at CACO is extremely selective.  I have overheard higher-ups at the 

park HQ talking about scaring off turkeys (molesting wildlife). 

Resource protection is best done through good resource management programs such as exotic 

removal, fire management, visitor use management (trails and permitting) 

Let's walk the walk. 

resource protection is the primary duty of a National Park Service Ranger.  It fulfills our NPS 

mandate to conserve and protect for future generations. 
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I feel more of the newer rangers would rather run radar and do traffic stops for easy statistics. 

rather than doing the harder more complex law enforcement regarding resource protection. 

Resource protection is the main reason the the law enforcement program exists.  It is the single 

shared value among NPS divisions. 

It is the backbone of our agency, but has become the only thing the park managers care about 

when allocating funding and training. It is a unfortunate agency mindset to have to ""sell"" 

budgets to Park managers for LEO funding under the guise of wilderness protection. Yes 

resource protection is important, but far more public safety LEO incidents happen every day in 

the front country. 

This should remain a key focus within fire and aviation management- even with budget 

concerns. 

This definition should be expanded to include NPS-owned resources such as equipment, 

vehicles, supplies, aircraft, watercraft, facilities, all of which have an incredible dollar value, 

makes it possible to complete the NPS mission, and of which VRP has an active role in 

protecting. 

We are not instructed or training in natural or cultural resource protection after FLETC. 

Knowledge of natural resources at current location is important. 

In financial hardships and times Resource Protection takes a back seat in agency goals and 

objectives. Its very important to protect the resource. How is that possible when you don't have 

the funds to protect it efficiently and affectively? 

It's difficult to enforce basic resource law. A simple campground violation isn't acknowledged by 

violators like a traffic law. I would like to see an increase in resource protection. We have major 

violations like cattle trespass at Bryce Canyon, but it is hardly enforced. We're lucky if we can 

contact the rancher/stock owner. I would like to see a hardline approach to resource protection. 

Resource Management has been given too much of a role that was once handled by protection 

(law enforcement) rangers.  Fire programs and other program responsibilities have been stripped 

away at some parks which is why some LE Rangers are lacking these competencies.  Because 

these responsibilities have been shifted, funding, resources and manpower have been diverted to 

other divisions. 
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Resource protection needs to be learned by a ""student"", we as Rangers need to be open to 

learning new things everyday, and not just trying to make statistics in law enforcement. Resource 

Protection is the primary reason for us being Rangers, otherwise, they could just hire cops to do 

the same job, without the resource protection. 

The opportunities for Resource Protection vary greatly from park to park.  For example, at some 

of the National Recreation Areas, the focus is on visitor safety, as recreation is the primary 

reason the visitors are there. 

I believe it is over looked any more 

Communication from Resource Management and VRP is limited in many parks I've worked for. 

How do we protect resources if I don't know where there are? 

I would like to see Resource Managers have more fire ecology training. 

This is one of the core missions in the Park Service 

I am tasked with protecting the people, natural resources and property of the park. This runs hand 

in hand with ""law enforcement"". Working at a park with controversial resource management 

policies means law enforcement action (what you are separating from these topics) is common 

place in my park unit. 

It's getting so we don't have time to do ""resource protection"".  I need to train a group of 15-20 

rangers to not kill themselves conducting high risk climbing, rescue, EMS, and aviation 

operations. 

My concern is taking the LE function and dividing it up into categories.  People commit crimes 

and there in lies the danger.  A crime is a crime whether it is a resource crime or crime against 

people. 

NPS appears to have a diminishing ability to protect it's natural and cultural resources due to the 

lack and commitment of staff to patrol backcountry resources.  VRP staff appears to be 

increasingly focused on frontcountry people management at the expense of degrading park 

resources that are the true character and foundation of the NPS. 

It seems that Resource Protection does not extend to the maintenance division in some parks as 

the work (repairs, construction, etc) they do can actually be harmful to the resources. 
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It is a critical part of our mission. 

NA- 

Resource Protection should be one of the primary goals of our operations.  However I think it's 

importance is not emphasized sufficiently to new Rangers and new employees.  This should be 

the backbone of your LE and other field activities. 

Additional training has been coming out about 19jj but the Rangers park service wide could use 

training on this. 

I see us becoming more and more reactive rather than proactive to resource protection needs. I 

actually see this being an area where we are doing less with less. 

rangers today seem to only understand the ""enforcement"" line of the resource protection 

competency. Rangers are not well versed in their local resource knowledge and in extending 

their activities beyond pavement or past doing ""city police"" work. We are doing a disservice to 

the resource protection component in the coming years. There is a dearth of knowledge on policy 

issues in field rangers and almost no understanding of the science being discussed. I think that 

this should be a mandatory component of all annual training. We also need to learn how to build 

public land stewardship through small interactions with visitors. Too often rangers seem too busy 

to take time and have casual conversations with our guests. 

No 

Lots of verbal and written attention is given to this subject, but little actual support however. 

NPS Rangers would be able to Protect the Resource more effectively if we had more personnel 

and had less duties such as SAR, LE, EMS, Fire Fighter structure/wildland, and other collateral 

duties Parks usually have. 

This is why we are here! I do understand that resource protection has many levels dependent on 

the park and its designation. 

In my park, almost all of our LE is focused on resource protection 

The toughest thing about resource protection throughout my 18 year career is the attitude of 

some of the Resource Management folks, who do not see LE Rangers as important or vital to the 

protection of the resource.  I will never know as much about the resource as the ""ologists"", yet 
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do want and need to know the basics of what and where the resource is to protect what the park 

what set aside to preserve. A class that puts us both together - much like ARPA class - just with 

all the ologists, so we understand where we each contribute, work, and handle things. 

Expectations are for resource managers to write plans, IMHO they need to be in the field 

considerably more than they are allowed or expected to be. 

Understanding the core purposes of each area, the environment and uses is the only way people 

in the field will be able to proactively protect the resources and the only way to effectively plan 

to address ongoing problems. 

Poachers are decimating certain plants like ginseng and galax. 

I feel it should be a higher priority. 

no 

Management Staff does not support resource protection at my current park location.  Rangers 

were informed in a meeting by the supervisor that if they are writing resource violations we are 

failing in our jobs.  We have identified a group of professional poachers working in the park and 

no support is given to charge, apprehend or arrest the individuals. Resource protection is not 

supported by management or the AUSA. 

but we are not able to give it the attention it deserves 

There is not enough understanding of the community in general of how the NPS does resource 

protection and most people fell any effort by the park service to enforce those laws is over 

bearing and not necessary.  We cowtow to the community and allow them to do whatever they 

want. 

No 

Management tries to put on a good show until it costs money, then resources protection takes the 

back burner. 

Regardless of the fact that I'm performing the duties of a road patrol city cop... 

Do not have the information and guidance to properly protect resources 

See ""comments"" box under no. 2 above. 
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Though it is not the only aspect of the job, it is an essential part since protecting resources is part 

of our Mission Statement. 

I feel that I’m more a police officer / EMT than anything else. Our Recreation Area has resources 

that need to be monitored and protected, but little is done about it. It seems like the Recreation 

Area I work in is more concerned about traffic and boat violations than our natural resources. I 

agree with enforcing these laws, but there need to be a balance between the two. During the 

fall/winter, when the area is very slow and has very few visitors, these resource areas need to be 

addressed. Resource protection is one of our collateral's, a very important on at that, and needs to 

be put on a more important list. 

This should go hand-in-hand with law enforcement. 

The Resources are not maintained, while the NPS keeps adding to the things that need to  be 

maintained. 

I can't rate this but I do believe and understand that it is important to have Resource Protection 

and the ability to educate the people I am in contact with about our natural resources in an 

attempt to protect them. 

We need more 

That's why we are here. 

To adequately protect our resources we need more well trained rangers.  ProRanger is not the 

answer to this problem because it gives preferential hiring into permanent positions to new 

under-qualified employees with no extensive seasonal training and experience.  Instead the NPS 

should be focusing on converting the hundreds of experienced LE seasonal's it already has into to 

STF positions.  NPS needs to stop reinventing the wheel. 

archaeology, rare plants, wilderness areas 

I love making good resource cases.  It's what makes us different from city cops.  I love a good 

DUI, but resource cases also give me a lot of satisfaction.  A good poaching case is harder to find 

than a DUI, and that makes them fun. 

The NPS has to ""get over itself"".  In the management of the ""resource"", the steps that we 

have taken at the management level are astounding:  Examples:  At Lake Mead, the resource 
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management team want to rid the park of oleander because it's not native to the area.  NEITHER 

IS THE HOOVER DAM that creates Lake Mead.  This was a recreation area PRIOR to being in 

the national park service.  Also at Lake Mead: Employee housing residents are prohibited from 

planting anything that wasn't raised in park nursery.  The employees in concession housing can 

plant what ever they want. 

See response #2.  Resource protection is vital to my current position. 

In practice, it is not a high priority at my park. Budgetary and access considerations take 

precedence. 

High use areas demand the vast majority of protection rangers' time in my work area and 

subsequently enforcing resource protection laws in remote areas remains a significant challenge. 

It's not always on the top of the list. We have trees cut by visitors to make trails because our 

current trail system is in horrible shape. 

So much time and effort is put toward teaching us the law enforcement skills necessary to make 

us safe in doing our jobs.  There should be similar time and effort put toward teaching us about 

the resources we protect and why we should protect them.  Too often resource management staff 

refuses to share information that could be used in protecting the resource because of fears that 

that information will be disseminated to the wrong people.  Build a true love of the resource and 

a true understanding of its importance in rangers, just as you do a strong ability to conduct law 

enforcement work. 

This should be high on our list but due to the fact of the lack of man power, most rangers hardly 

get off the pavement or out of the office if they are making cases and spend time learning our 

new reporting system.  My current park I get scheduled for a couple backcountry days every five 

to six weeks providing there is no other training or incidents that interfere (or other rangers on 

leave). 

This is a national recreation area in San Francisco, so there isn't much wildlife around that hasn't 

already been severely impacted. 

We are not given enough time and resources to accomplish this. 

Although there are resource crimes in our Park, we do not have the staffing, thus time, to 

investigate or proactively patrol our resources. 
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Due to current budget cycles and personnel shortages resource protection has fallen to the 

wayside to assist visitors. 

In this park anyway, resource protection is very important, we have a large number of T and E 

species and numerous Resource Protection/Visitor Use conflicts.  See few younger LE staff that 

seem to have an interest in Resource Protection, more focused on road patrol, alcohol, drugs and 

tactical operations.  Need more advanced training opportunities for resource protection 

techniques. 

N/A 

N/A 

I feel that in order to completely support our natural resources collaboration between divisions is 

critical, all divisions. 

Few FLETC opportunities in this area. Willing to help with additional coursework at Mather or 

NCTC. 

We are a land management agency that does RP as the main mission. LE is the way we do it, 

with reservations. 

Resource protection is important but other law enforcement considerations (traffic, violence, and 

drugs) should be a priority to maintain visitor and public safety. 

In my current position I do not deal with Resource Prodection 

Resource protection and law enforcement are not the same thing, but they are often treated as 

one and the same by management staff. 

Difficulty of conveying the fragility of alpine areas to visitors. Things don't decompose up there! 

Not having enough physical ranger presence in many areas of high impact = long lasting 

damage. 

The main Resource at my park is an ""Icon"", the majority of my time is devoted to the 

protection and security of both the ""Icon"" and the visitors to the ""Icon 

The competency pretty much says it all. 
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Resource protection is our raison d'être. We hear it ad naseum. I would offer that until rangers 

are allowed the autonomy to run plainclothes, work flexible schedules, conduct LP/OP's with the 

financial authorization to do so, special weapons and tactics training, etc... we are not serious 

about resource protection.   The biggest resource violations I've ever witnessed have been the 

organized cultivation of marijuana by Mexican cartels operating in the California and other areas 

of the Pacific West Region. Of the various parks afflicted by this problem, Sequoia Kings 

Canyon (SEKI) had the most robust and arguably efficacious program out of the many (PORE, 

WHIS, YOSE, SAMO, DEVA) who attempted to deal with this problem. SEKI's response was 

borne of necessity and in its early years rangers combating DTO marijuana grows had 

unprecedented autonomy and jurisdiction, often working proactively outside of SEKI 

boundaries, to combat this program. Political changes and the success of the work done by the 

early generations of rangers who combated this problem have led to a severe curtailment of 

grower activity in parks. Subsequent political changes at SEKI since 2010 have led to a degraded 

and diminished capability of what was a top-of-the-line counter narcotics group. Today this 

group is viewed as ancillary to the needs of the park. A ""specialized"" sub-district"". In fairness 

I can say that the marijuana problem is nothing like it was but park management clearly sees this 

as, ""Mission accomplished"", ok, lets move on...   Whereas MDTO grows are still a problem 

statewide... this is a long-term problem tied to drug use trending, economics, politics in Mexico, 

etc. While a nuanced understanding of these issues is required to maintain a deterrence-oriented 

outlook by park administrators, it is unlikely such managers have the gumption or care to do so. 

The decrease in MDTO activity in parks seems to be read by park managers as a green light to 

decrease pro-active dope (read resource protection) patrols and return to the day-in/day-out 

patrol cycle of food storage enforcement and overly aggressive German drivers. 

It has been shoved to the back seat by traffic enforcement violations, and marijuana possession 

violations. 

Simple, if the agency/park is not protecting the resource and only focused is on recreation, when 

the resource disappears recreation options disappear. 

As it falls under the LE part. 

Education on the reason behind current resource law is lacking. Studies and examples would be 

helpful in enforcing such laws as no pets in the backcountry, no commercial photography, etc. 
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Since Resource Protection is a major component of the NPS mission, as a law enforcement 

officer for the NPS, there is not much that is as important. 

This is what differentiates us from the masses. 

Resource protection often ends up getting last priority now days due to smaller and smaller 

operating staffs.  It becomes difficult to manage the resources when most of the small ranger 

staff's attention is focused on dealing with high visitor traffic areas. 

With all of the collateral duties placed on my position the opportunity to do any good, proactive 

Resource Protection is rare and it shows. 

The current atmosphere at my park is that arrests/OUI/drugs are much higher priority than 

resource violations and general patrolling.  The older LE Rangers still keep the resource in mind 

while the new FLETC grads clearly feel that is no longer as important as making the arrests.  

Weird when the emphasis when coming to work is to make an arrest (or be found lacking). 

We are so understaffed, it is rare we actually go out to proactively and consistently patrol for 

resource crimes. 

Definitely extremely important. If we don't protect what we have, we become strictly police 

which we should not become. Ranger Careers has an education component in it. Preservation 

through enforcement and education. Compliance can and should be accomplished in many ways 

including prevention through the creation of appreciation and understanding. 

The staff at OLYM is told again and again that budgets and staffing need to be trimmed, and as a 

result there is a glaring deficiency and absence of rangers in the Wilderness portions of OLYM.  

Rangers are necessary to educate, inspire, teach, manage, protect, and serve the visiting public.  

Without a working complement of staff, the Wilderness resources are being negatively impacted 

by visitor activities. 

I deal often with the regulations concerning water and waste, such as Clean Water Act, Safe 

Drinking Water Act to insure compliance with water and wastewater in the parks. 

Give rangers a flexible schedule to provide proper resource protection! 

No 
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Insufficient staff and funding. Our park has a variety of resource issues from poaching and 

ARPA to illegal marijuana cultivation by drug cartels. We do the best we can with the staff and 

resources we have. We could do a much better job with more staff and resources. 

At the park that I work at resource protection is not as important as law enforcement or EMS. 

Resource protection is not a primary duty of my job as a paramedic, but it is a variable that must 

be considered in the job, especially concerning topics like ease of access, egress, roads, lighting, 

etc. 

Majority of the people I support are in resource management, so it's extremely important for me 

to understand the basics of their program and how they use aviation assets 

Lack of staffing leads to less and/or no resource protection.  No Archeological, Cultural, or 

Historical site monitoring/patrolling. 

Same as above, we protect the people, park, and resources! 

This question being separate from LE is proof the NPS doesn't link LE with Resource Protection.  

If you, the person(s) who made this survey don't see this point, then you need to evaluate your 

thoughts about just exactly what consitutes professional law enforcement. Sorry to be so in-your-

face, but this is the crux of the problem, not truly understanding what professional law 

enforcement is... You can't accomplish resource protection if people are stealing the resources, 

which is what is happening all over the NPS. 

When crime rates are up, this means everywhere in the country, to include our national parks and 

recreation areas. 

Due to budget cuts, this is less of an emphasis and should be more important. 

without it, the resource wouldn't exist. 

No training funds available for any park staff let alone commissioned staff. 

100% of my job 

Resource protection can encompass many different things from maintaining the feel and 

experience of a resource to protecting the resource itself. 

Its the only reason we have law enforcement in my park. 
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Virtually no training provided. 

I work in a park district (Yosemite Valley) that is already massively impacted by humans; heavy 

visitation, lots of infrastructure and traffic. Additionally, the natural and cultural resources here 

are remarkably impervious to human impact (being either extremely hardy or buried).  My 

district has no wilderness character to preserve.  Therefore, in my current position, I do not 

devote much time or attention to resource protection, as I can do little to reverse existing human 

impacts or prevent further impacts. 

This is part of law enforcement, why do we separate these to things. 

Resource protection seems to be the main reason we are asked to perform LE.  However, here I 

do not believe that LE is always the best way to protect and preserve the resource. 

There is a lot more talk about it than actual dedication to doing it in most NPS areas. 

It is extremely important in my job but I have had overall little training in how to investigate 

resource crime. 

Use common sense approach to (RM) when applied to to managing wildland/RX fires. 

I wish law enforcement would spend more energy in this area. I also wish there was MUCH 

more emphasis on the importance of changing how one lives when outside the park. LNT 

policies won't do much good if only applied when individuals are in the park. I think we need to 

emphasize anti-consumerism, increase public transportation to parks, emphasize and sell local, 

sustainable food, etc. The parks won't be preserved until daily habits of the earth's inhabitants 

also change, and I think the park needs to put more energy into educating visitors on such things. 

As an LE ranger, this is a difficult area to work on.  The national parks have many rules relating 

to resource protection that are unfamiliar to visitors and differ greatly from other land 

management agencies.  Therefore while we are here to protect these amazing resources, it is 

difficult to strictly enforce rule and regulations that visitors have no knowledge/understanding of. 

no 

This skill builds upon law enforcement skills.  This is what differentiates us from pure city police 

officers.  We must have some level of understanding of ecosystems, especially those of the park 

we work in. 
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See above comments - also, budget cutbacks make our resources even more vulnerable as we see 

an increased pressure and less of a Ranger presence. 

This is important for fire because of the amount of public we see while going about our daily 

routine.  Most encounters with the public resorts in questions about fires they've seen in the past 

or one that is currently going. 

Resource Interpretation/Protection 

Resource Protection is often overlooked in LE training. 

Protection and maintenance of the landscape helps promote confidence in public service. 

More training for specific species that are important to the individual park, for all employees.  

More interaction between all divisions and employees involved in Resource Protection, 

COMMUNICATION is key.   Better communication and leadership from management to the 

field staff will improve morale and overall productivity within the V&RP 

One of the primary duties of a law enforcement ranger in the NPS.  Why we do what we do. 

Resource protection is not just patrolling the blacktop, it is hiking into the resource, knowing 

what parts of the resource are, could be and at risk, and making those cases. They are the hard 

cases, but important. 

The other districts deal with the Resource Protection side more than I do since I'm in a front 

country position. 

The cultural resource is also identified as an ""Icon"" in the national park system.  This raises the 

bar on security measures to protect the resource. 

One of the main reasons we exist as park rangers is to protect the resources within our parks. The 

importance of this needs to be driven home over and over. It is an essential part of the ranger 

position and of the law enforcement position. 

I work in a highly developed district in a huge park.  It's pretty hard to make a legit resource 

case. 

There seems to be an unofficial divide between ""frontcountry"" and ""backcountry"" rangers 

while the duties/responsibilities should be the same. 
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Much of what is within this definition is administered through my unit's resource management 

division. We assist however we can, whenever we can but are often frustrated with the 

implemention of resource protection-related policies that do not take into account legal and 

public safety concerns. 

It is one component of effective law enforcement and rangers that tend to to be proactive about 

their patrols and making good cases tend to be the ones that make the best resources cases. 

In my current position, resource protection is not emphasized, but it should be extremely 

important. 

Along with the protection of life and safety in the National Parks resource protection is 

paramount in what we do.  The resources are why park's are designated and to allow them to be 

spoiled and trammeled is a dereliction of our duties and in order to be capable to this protection 

law enforcement must work with other disciplines to be successful. 

Little to no continuing education (training) other than the required 40 hours per year 

requirement. Lack of authorized overtime and flexible work schedules to truly investigate crimes 

and serve the visitor. 

There isn't enough manpower to do a thorough job of protecting ""backcountry"" resources.  

Even with a reprioritization of ""frontcountry"" goals and responsibilities, we just can't get out 

there enough. 

Resource protection is almost nil to current Law enforcement units. It is now about career 

objectives of drug busts, dui busts and speeding tickets. 

We are still here to protect the resources. Not just visitors. We will always be for Visitor and 

Resource Protection. 

Resource Protection and Law Enforcement go hand and hand 

This directly relates to the mission of the NPS...  We need to pay more attention to it as an 

agency. 

Think that the education portion could use more emphasis at FLETC and in the FTEP. 

No 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 259  ~  

 Use Navigation Pane to move about electronic document   

This is what defines and separates us from other law enforcement agencies. We must have 

people who understand what this is all about. 

Last I checked, this competency is actually Visitor and Resource Protection:  One leg of the 

operation being visitor services, and the other enforcing the applicable wilderness laws necessary 

to adequately protect the flora/fauna/geology, etc. 

Law enforcement programs are needed to protect the resources.  Without pro-active law 

enforcement programs, the resources of the parks will continue to decline which is a direct 

conflict to the Organic Act. 

The park goes over board with resource protection you have a strip mall and swimming pools in 

the valley but the world is going to come to an end if we cut a tree on a fire 

Resource protection is the basis of the NPS and critical to achieving the legislated mission of the 

NPS. 

Work in a National Recreation Area is more geared towards law enforcement vs. resource 

protection. 

We do a really good job at providing a Law Enforcement foundation in regards to field training, I 

believe duty assignments to parks with diverse resources is a great way to build a true 

understanding of how resource protection fits into the overall management of the park.  Absent 

good mentor-ship in a park with diverse resources seems to lead to a narrowed focus in the law 

enforcement program. 

Resource protection should be one of our highest priorities except Rangers are not able to focus 

on this due to pressing LE issues in the front country. 

Due to low staffing levels at a high call volume park, resource protection is not stressed by 

management within the VRP division. 

No resource protection is truly supported, but merely a political façade. 

This is the knowledge of the resources that rangers seek to protect through the law enforcement 

and other tools. 

There seems to be a mentality in the country today that the laws regarding resource protection 

and enforcement is for those who created the law or regulation. Most people want to do what 
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they think is best and not follow the establish policies which a park or park manager are 

developing or providing. Its's all about the individual or certain groups pushing for more 

attention. 

There are not enough rangers on staff to do anything proactive.  It is all reactive. 

Natural Resource law courses need to be offered either in DOI Learn or web ex. 

Due to minimal staffing, many core resource protection issues go unaddressed because minimum 

staff are answering calls for service and dealing with only the most serious incidents.  Issues of 

resource commercialization are not able to be addressed. 

It's the reason we're here. 

That is one of the main cores. 

THERE NEEDS TO BE MORE RESOURCE PROTECTION  PERSONNEL AND MORE 

FUNDING FOR THE PROGRAMS 

Resource management and protection don't seen to work together to accomplish the mission of 

the park service.  More training to develop that partnership. 

Often times resource protection takes a back seat to resource protection.  Often times we cannot 

even determine how big the problem is.  Again, we need to rethink and possibly change our 

culture.  Some rangers think you need to be in back country when often times we can intervene 

in the developed areas. 

Must be performed in direct correlation with resource management to integrate science into 

objective patrol/protection planning. 

Resource protection is extremely important or at least it should be. It depends on the priorities of 

your NPS site and what your chief desires you to do. 

No 

I think that we are doing a good job of it in this park - it would be nice to be able to deploy more 

backcountry rangers to our backcountry in all parks as they are truly expert in managing the 

backcountry - and it's my job to be the best I can in this area. 

Once again, no funding/staffing to accomplish required items.  (Arch surveys for example) 
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Resource protection is the reason we are here, it is our core function and our main responsibility. 

Not sure why I did not check this as a 7.  Another great competency definition. 

Effective Resource Law Enforcement is lacking in the NPS due to over tasking by requiring 

LEO's to perform  collateral Emergency Services functions. 

Current staffing levels make meaningful efforts to protect our most at risk resources almost 

impossible to achieve. 

Ranger staff with a resource degree should be encouraged and incentives should be in place to 

recruit these individuals. 

A court system and management team that is supportive of following through on investigating 

and litigating crimes is vital.  Other wise if we are only ""documenting"" the problem we create 

an acceptable air of unopposed piracy/poaching due to overt negligence or incompetence. 

I create the special use permits for RNSP; one of the primary purposes of SUPs is to protect the 

resources of the park. 

It can be difficult to contact violators without proper functioning equipment with money in the 

budget for routine maintenance such as boats, four wheel vehicles, etc. 

Are resources are been stolen at a alarming rate, more L.E. Rangers need to be trained in this 

category. Most new L.E. are only patrolling in front-country areas, budget and interest has 

eroded our efforts of resource protection. 

We don't have enough protection rangers to break away from the road and really be able to 

protect the resource. 

In my park the need to deal with felony level drug, property, and some violent crime often 

supplants resource protection efforts at the field level.  At the supervisory level there is more 

time to pursue resource protection measures such as policy changes, consultation with other 

divisions as well as local tribes, and planning patrols. 

Sometimes it falls through the cracks. 

In a unique recreation area such as SAMO, one must consider the balance of native 

species/public use/and WUI in an historically disturbed area vs. another rather pristine 

wilderness area or national park. 
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Though the park is a recreation area, the resource protection side of Lake Mead NRA is 

phenomenal. We have TONS of resources, but many rangers have a tough time balancing law 

enforcement and resource protection. Both should go hand in hand, but I see more rangers here 

patrolling the road than doing some of the 'ranger' skills such as monitoring and protecting the 

cultural and natural resources of the park. 

We are too understaffed to be efficient and properly effective. 

The park needs to define what resource or a plan for protection of multiple/diverse resources. 

I protect the resource through law enforcement, not by doing the work of another specialist such 

as a biologist, etc. 

Resource protection is done at a stellar level from NPS LE staff.  However, it is discouraging 

when AUSA's across the country refuse to go forward on ARPA, NAGPRA, and related cases. 

This is the focus is the NPS Law Enforcement Ranger, however there are other attributes of this 

job that require a ""ranger"" to utilize every day policing skills. 

archaeological site 

The NPS needs to concentrate on keeping on keeping an acceptable level of field Rangers (LE) 

in the field! We are loosing field staff and gaining office/support staff (accept for maintenance 

personal). It is making harder and more dangerous to do our jobs and protect the resource. They 

always talk about safety and send us to the latest and greatest safety training but they are talking 

out of the side of their mouths. We need field staff and equipment not office people excessive 

training!!! 

Todays rangers are better equipped to enforce law and regulation.  But don't know why.  They 

don't know the resources or understand the science, education, and stewardship. 

I cant get the tools I need to do my job.  I ask for seismic sensors which i am trained to use and 

they say those won't work and are not in the budget.  They schedule us for ""coverage"", I am 

alone instead of working with a partner.  Why would I leave the roadway? 

n/a 

Through proper management, Park Resources can be enjoyed safely. This then ensures livability 

of both wildlife and visitors. 
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Visitor Protection responsibilities do not provide enough time at GRSM to adequately address 

resource protection issues 

As a law enforcement officer, we are charged to protect the resources - both natural and 

historical. This is an important and necessary function. We are the primary protectors of the park. 

Prot Rangers esp Chief Rangers need to held accountable to ensure PRs are engaged in resource 

prot management activities and not just patrolling for them. 

Resource Crime (protection) is my primary concern in the ""off season 

Traditional Resource Protection is limited in my current position. Common violations involve 

refuse and feeding wildlife, while significant violations typically involve driving off road in an 

are with a history of unmonitored off-road vehicle use. 

Staffing is lacking in this area to insure the protection of the natural and cultural resources we are 

charged to protect. 

It is core in the NPS mission and also extremely important to me personally. 

We do this through enforcing laws/regulations! 

Without resource protection, we would not be able to preserve our heritage for generations to 

come.  Even though this it the case, many law enforcement FTE's are never filled and Seasonal 

(part time ) employees are used in an effort to provide the basics. 

This is why the NPS exists! 

I feel LE has lost touch with resource protection. More emphasis/ training needed overall 

4,000 archaeological sites, within the main park unit and three outlier units with only one daily 

ranger to patrol (but most of the attention is focus where the public is daily).  About 95% of the 

park is rarely patrolled. 

Because we have no law enforcement, resource protection falls primarily to the Interpretation & 

Education division.  This core competency is therefore very important to myself and my division. 

Every park places an emphasis on which resources are need of the most protection and allocation 

of resources.  It would be good to see FLETC students identify these protection goals upon entry 
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to FLETC and have these resource protection strategies worked into their field practical 

assignments at some point prior to graduation. 

Since the professionalization of VP rangers, more specifically since the late 1990's, we see more 

and more rangers focusing on front country LE.  This includes traffic stops, MVA's, domestics, 

and other ""people crime"".  This is important but I have seen a neglect of resource protection.  

It's important and good to be professional and skilled but we don't want to lose sight of the 

natural/cultural resources our mission directs us to protect. 

This is difficult to enforce without staff in a park, since much of this is CFR related. 

Permeates all we do at the park level. 

I don't believe it is taking as seriously as it should by present managers. 

As a National Park Ranger you need to know the resources you are protecting, so managers do 

not let you know what or where the resource is that you need to protect.  You need to know what 

to look for or not to look for. 

This park is a rec. area. The recourse here is complicated because of special use priorities. 

As the superintendent, I am the primary resource protector, whether it be through the resources 

management program, visitor education and/or law enforcement. 

Again, I feel like the best people for the job are not always hired based on diversity and vet 

status. 

We are all to be good steward of the resource. That is why we are here and why we have nps 

sites. but when politics overhandedly usurps resource protection and our ability to do the job, we 

have morale problems, confusion and resentment. 

We do not have enough staffing to adequately protect the resources 

Additional refresher training for resource protection would be helpful but our park lacks the 

funds in most cases so the training is done in house or not at all.  Archeological Resource 

Protection courses, ginseng and other valuable plants resource protection, etc. 

important in that my position (as all others in VRP and NPS) as it reflects the mission of the 

NPS, and we're all a part of fulfilling the mission 
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This aspect of ""Rangering"" is almost extinct; almost all of my daily activity involves Law 

Enforcement only. 

Resource Protection decisions are often second guessed  or rejected by the Division of Science 

and Resource Mangement.  Managing fuels, natural processes and risk through wildland fire 

management is why I love my job.  I do not think my co-workers in SRM want me to do my job. 

I answer a lot of questions about rules and regulations and resource issues and occasionally stop 

when driving in the park to explain something to someone. 

This difficult in Alaska but very important. 

Room for improvements by thinking outside the box and trying new venues to catch resource 

poachers/encroachers. 

All of our LE functions promote and protect the historic resources (in my case) 

Focus is on cultural resources, collections/historic structures 

We do not do a good job of preserving the resource. 

Resource protection is taking a backseat to law enforcement activites. In many instances the 

""new"" ranger is more of at police officer than a park ranger. 

Resource Protection is semantics, you either have enforcement of laws or you don't.  This in not 

to be confused with officer discretion, resource protection is a term used by those that do not 

understand the realities of confronting criminals face to face.  Resource Protection is a positive 

byproduct of a healthy enforcement program.  Resource Protection happens when people are 

deterred from damaging or taking park property because those that did in prior to them were 

caught by competent enforcement personnel and  prosecuted accordingly. 

There seems to be a great divide forming in LE with respect to resource protection - there seems 

to be an increasing trend of personnel focusing less on resource violations 

No 

Rangers need to have a greater understanding of the resources they are tasked to protect 

A solid foundation in Resource Law is essential to my position. 
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Establish and provide minimum aviation training for all new and developing NPS personnel 

joining the service. 

We currently do not have enough staff or training to deal with ARPA, hunting etc. 

The requlations are developed to protect resources. 

Our staff works diligently on this project and I give them the utmost respect for all that they do. 

I sometimes feel like we are falling away from protecting the resource and we are more 

concerned about petty rules that at the end of the day do not matter. 

Because of the administrative work load, I am unable to perform much Resource Management. 

I like a good looking park. Plants and animals. 

It is a core value in the work we do at our unit, but I don't believe that many of the newer LEO's 

understand that this needs to be intertwined with our law enforcement responsibilities.  (In other 

words they don't want to deal with minor misdemeanors such as dogs off leash, trail misuse, etc  

plus I believe more collaboration is needed between did visions on this subject.) 

Resource based units that have suffered over the years from military and mining exploration are 

some of the issues that we focus on. 

In ANILCA parks the wilderness thing goes way to far. 

No. 

I would like to see resource staff help law enforcement staff more in restoration of resource 

damage cause by illegal activity such as marijuana cultivation rather then it fall law enforcement 

staff only.  If they do assist, they always want funds. 

One of the issues we deal with.  But working with resource management they do not tell you 

what areas need to be protected as they will not divulge new finds. 

My work location (Fire Lookout) and the housing area I live at in my assigned national 

monument is located in very remote area.  Local fire protection (i.e state, county, city and federal 

wildland and structural units) do not allow for safe and reliable response times to provide needed 

fire protection and medical support. 
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Resource protection is particularly important in my current park, which is 85% designated 

wilderness. As described above, I see law enforcement as a tool to protect our resources and our 

visitors, but rangers have an added responsibility to educate and inform the public about the 

resources we protect and allow visitors to become stewards of their parks. 

With a declining budget, resource protection will be a thing of the past compared to providing 

""shift coverage. 

Most investigation are related to resource violations in the park. 

This is the one of two defining features of my position. 

A field based awareness of Wilderness Character (qualities: Natural, Undeveloped, 

Untrammeled, Ops for Solitude).  Not just an office exercise, need to know the country, reward 

people for knowledge of the lands they manage. 

no 

Resource Protection is an important park of our job. 

Back to IMARS, -it's now less important than before since any true Resource Protection 

Enforcement means hours stuck in the office on the computer instead of out giving verbal 

warnings, which are better than nothing. 

NO 

No 

We are an urban park that has littering issues. Need to involve/ educate public 

This is THE most important competency for my job and u would like to see resource themes 

woven into some of the other competencies as well because at times, it is difficult to separate 

human and resource issues. 

Our public use is not extreme so our focus is protecting the resources 

In the agency as a whole i see resource protection becoming less important. 

Not enough emphasis placed on resource protection by higher ups. 

no 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 268  ~  

 Use Navigation Pane to move about electronic document   

Resource protection is the best part of our job. It is also the hardest. Trying to explain to 

someone why we are citing them for taking the petrified wood or driving off road or cutting tree 

limbs is difficult at times, but the most rewarding as well. 

LE Rangers are tasked with protecting the resources as a component of our positions. We protect 

all natural and cultural resources. 

Resource Protection does not seem to get taken as seriously as Law Enforcement at Mesa Verde.  

Also, the parts of the park that visitors see (about 5% of the park) get the vast majority of the 

attention.  Crumbling ruins, fires, falling CCC walls, and invasives don't just limit themselves to 

the places frequented by visitors, however.  Access to backcountry areas has become more 

difficult as roads and trails are not maintained. 

We try our best to make sure that natural resources are left prestine for future generations. 

No other part of the mission is more important. Without the resource, there is no NPS. 

Resource protection function needs greater emphasis and ways to keep rangers constantly 

learning about their parks resources. 

Truly a core component to the NPS mission, however I regularly see this element get far more 

attention than the visitor protection component, which takes up a much greater proportion of our 

time and efforts. I sense that the agency sometimes does not have its priorities properly aligned, 

or doesn't fully understand field law enforcement duties when I see this skewed emphasis. 

Byproduct: Rangers who's duties are primarily resource protection related get accolades, while 

rangers whose duties are primarily visitor protection feel unappreciated. They are both 

important!! 

Take the politics out of protecting the resources. 

although listed in my EPAP, it takes a back seat to law Enforcement 

Using fire as a management tool and looking at process restoration 

Resource protection is the key mission goal of the National Park Service, yet due to obtuse hiring 

laws we have been made to hire under-skilled / minimum qualified individuals vs very skilled / 

highly qualified individuals. The main component to this is veteran's preference. Many veterans 

are entering the NPS as law enforcement officers with no knowledge and no desire to learn 
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anything about natural resources. It is common for most of these employees to be unable to 

identify the most common of natural & cultural resources (plants, wildlife, rocks, artifacts, etc.)  

Due to the preference, they are able to bump out many qualified individuals who have post 

educational backgrounds in natural resources / park management. This is causing confliction 

among the agency, ignorant employees, and potential liability with public contacts. 

Employees in Visitor and Resource Protection should have more training available to better 

understand the natural resources in this park. LE get caught up in visitor protection that they 

forget they are National Park Rangers - here to provide protection to the resources as well. 

Our emphasis is on resource education and protection. 

Resource protection duties are assigned to our Cultural and Natural resource managers. 

I would have liked to see far more resource protection techniques (anti-hunting, 

boundary/encroachment, marijuana grows) covered in SLETP/FLETA training.  As it stood, the 

450 hours of mandated training covered mostly ""Police"" type LE, with some nods to 

ARPA/NAGPRA and other relevant legistlation, but there is far more that could be trained. 

It's why we are here! 

Remember to get your hands dirty in a sense i.e. digging a hole to install signs...be verbal in 

suggesting new ideas/techniques/procedures - Don't leave it in the hands of other divisions - 

work cooperatively - Education/protection is every employee's ""job 

rangers generally need more training, direction, and equipment to optimize their time and 

abilities in regards to resource protection. 

Resource Protection is part of the Law Enforcement 

Non-LE Rangers need the authority to cite visitors for violations of regulations related to 

resource protection. 

Annual training and assessing and funding needs are essential to safe, professional and quality 

job performance. 

The staff needs training in understanding the laws regarding resource protection to assist and 

support the Resource Protection staff. 
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continue to get management to value and understand that LE is park of the NPS mission and not 

something evil. 

More need to remember thia. 

This element is the purpose for out existence as a division. However, resource protection is 

neglected as divisional priorities are not in the field, however focused more on a broad ranges of 

park wide non-LE priorities dictated by management. 

More training for LE, they now get training only in LE and police subjects 

Same as #3. 

no 

See above, as it relates. 

On the South Rim, resource violations are not a priority due to the lack of staffing.  We're trying 

to do the same amount of work with less staffing, and we're trying to do it well.  Unfortunately, 

with the implementation of IMARS and our dire staffing levels, we have less time to be 

proactive. 

Each park has its own diversity in concerns to law enforcement. I found there is a shift from 

performing resource oriented law enforcement to the more pressing urban policing. I make many 

more DUI arrest than poaching cases. But, if my time was not spent dealing with DUI arrest I 

would possibly be more productive with poaching enforcement. 

We here at a water park, spend more time patroling the five miles of pavement then we do 

patroling the other eighty percent of the park, comprised mostly of water and swamp. When 

brought to our supervision and management of the LE division. It is not a priority to them. 

it's my job and pretty important that i do it well, but atleast no one dies or gets hurt if I don't do it 

well 

It is extremely difficult to be productive in protecting resources with a schedule on paper that 

does not correlate to when poachers are active.  Wearing a full LE NPS uniform and driving a 

marked vehicle makes it difficult to be productive when attempting to catch poachers in the field.  

We need flexibility in when we work and how we can accomplish protecting our resources. 
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I personally think it should be of higher importance than it is in some parks. GRSM does a good 

job of balancing between road front country patrol and response and back country patrol and 

proactive resource work. My current park is too low staffed to do any resource patrol. We are 

currently just in response mode. 

This is an area of importance but one that is seeing less and less actual field time to put eyes on 

the resource in order to best understand effects of change that impacts are having on the 

resource.  Staffing levels have a major effect. 

Even in ""front country"" environments officers have to be aware of resources which are needed 

to be protected. This also leads good officers to better cases if they know what to look for. 

I think that the focus from NPS field Rangers in the last 8-10 years has been away from resource 

protection and other emergency services and towards front country LE. We very rarely have any 

coverage in backcountry areas and our staffing levels don't allow us to conduct foot patrols 

hardly at all (back up for other officers and response to front country calls). I think, in general, 

we are missing huge numbers of good cases and contacts that would better protect the park's 

resources. 

As a fire marshal responsible for reviewing and approving fire and life safety protection in 

historic places I must have a understanding of NPS and DOI standards and best practices to 

achieve life safety, fire protection and protection of resources. 

it is very important, but is often looked at through extremists eyes. 
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Is there anything further you would like to tell us about Emergency Management? 

 

NOTE:  All responses are recorded verbatim. 

 

I feel that all law enforcement personnel should be able to act quickly in an emergency. It is 

fundamental to performing the job. Superintendents and other managers need to recognize this is 

a function of their job and they should be allowed to manage these incidents that occur in the 

park without regard to ""taskbooks"". A system should be in place that gives Chief Rangers 

especially a qualified status as incident commanders based on the daily management of 

unfolding events. 

LE and Fire should conduct more training together to improve cooperation and understanding of 

each others roles during an emergency. 

As a FMO, this is extremely important. 

We as the NPS should not be running Emergency Management programs that run parallel to 

each other. The Superstorm Sandy response should have been a interagency effort in my opinion. 

The park I work at has visitation in the millions with local resources limited, so NPS must 

provide emergency management for what is essentially a small city in the summertime. 

Current carding systems like red card, all risk are too cumbersome and reduce effeciencies 

Looking at the last 10 years and the number of natural emergency incidents, hurricanes, 

wildfires,etc. I would think that Emergency Management would be one of the leading topics in 

the Park Service. 

Goes across multiple fields, fairly important as emergencies tend to have the biggest impact on 

parks, employees, and visitors. 

As Law Enforcement personnel we must be able to take charge of a scene and coordinate 

emergencies properly and efficiently. 

I have never assumed an IC roll at CACO.  The experience I have gained at other park leaves me 

feeling useless at this park. 

Wildland fire is light years ahead with this type of management.  Would be good to see better 

integration with fire staff to bring along the other disciplines.  Recent Incident Management by 

park and park staff for hurricane response was atrocious. 
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Unless you are a Firefighter or LE, you get no training in this. 

Most ems calls are handled by outside agencies. EMR's with national registry  standards would 

be sufficient in many parks. Some parks spend to much money on ems training and we don't do 

enough of it to be competent and skilled. 

An emergency can be as small as a motor vehicle accident, or as large as a hurricane.  

Emergency management is something that rangers do on a daily basis. 

Park managers need to fully understand how complex emergency management has become in the 

past 10 years. They must understand that the need to 100 % back the VRP programs in their 

Park. They need to allocate better staffing, training and equipment. This is a safety stand point 

for employees in emergency response roles, other park employees, the visiting public and park 

resources. 

I think Yosemite is doing well in this regard 

Basic knowledge of the ICS system is used almost every day. 

Constantly monitoring safety and emergency response practices. Search and rescue, wildland and 

structure fire, emergency medicine, and law enforcement. 

I've been through Hurricane Katrina and several other minor flooding events.  My park is 

minimally prepared for these natural emergencies. 

A basic knowledge should be a part of everyone's job. 

There are problems created by the ICS due to the lack of chain of command through rank and 

file.  You can have a GL-09 LE RAnger as an incident commander and a GS-13 Superintendent 

working in supply or admin support.  The system is very much good ole boy and there is no 

formal application process to put in for ICS positions.  ICS should be directly correlated to 

specific GS/GL level positions that guarantee competences and supervisory ressponsibility at 

those grade levels. 

We don't do enough training nor have enough ""qualified"" personnel to fill incident 

management teams 

This has to be a cooperative venture with the surrounding agencies or it will not work. 
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Living life, and learning through life experiences are what aid you in becoming more proficient 

in Emergency Management. Without a foundation to go on, Rangers will have no idea how to 

deal with emergencies, therefore suggesting to the public that ""we"" in fact don't know what 

we're doing. 

Skills training in this area is critical to operations.  However, proficiency can only increase with 

experience on real incidents. 

It is shameful that the NPS does not respect the need for Emergency Management throughout the 

Service.  Talk the talk does not make it any more! 

ICS 

Our park's (Rainier's) budget for emergency services is laughable and embarrassing.  Some years 

I get as little as 3000 dollars to provide for the training and equiping of up to 150 people who 

conduct upwards of 50 rescues (high angle, swiftwater, searches...) each year.  You can shove 

Operational Leadership down our throats but that doesn't much help the ranger who stumbles 

across the scene of an injured party, and the park takes a day to respond to help them because of 

incident management has high GAR scores and mitigates all it's deficiencies.  The ranger 

division is familiar with the concept of ""putting yourself in a position of advantage"" in LE.  We 

are clearly placing our seasonals (least trained) and field rangers in a clear position of 

disadvantage.  I believe firmly that we have some cultural issues that hinder us from stepping 

into the 21st century, but I don't believe that our upper level managers understand risk the way 

that we are now being taught. 

People in the NPS LE community need to decide where their skills are.  Too many LE focus on 

EMS, S&R etc and do not the appropriate attention to the LE function. 

It is important that all employees at least have a basic knowledge of the basics: First Aid/CPR, 

etc. 

A large part of the V&RP program is emergency management which seems to not be a priority 

(ie my park does not fund the SAR program in any manner) although the NPS is looked upon as 

the lead agency for SAR (ESF9). Part of the issue is that each park has it's unique 

problems/issues and call volume that drives the engagement of emergency management training 

which puts some rangers that would like to move to another park at a disadvantage because they 
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are not getting the training or experience to be competitive. Emergency management is a ranger 

skill that needs to be addresses. 

This is improving as well.  A more formal structure should be implemented to train and qualify 

employees in ICS and technical field skills dealing with Emergency Management. 

The concept of of having a national SAR training and certification is prohibitive in it's current 

form.  We should look at the fire service and adopt many of there training and task book 

methods. 

Same challenges of doing more with less. 

We do a much better job of planning, for events that are known, than in years past and especially 

when it comes to unified command events. 

No 

We are the only professional emergency services provider in our local area, and the only one 

capable of responding to all-risk incidents. 

I do what I am told. 

This again depends on the park and what other resources are available. Where I am we are the 

ones most people go to when there is an emergency. 

In my park, the VRP division is singly called upon to manage all aspects of emergency 

management both within and without the division 

I am a veteran of six parks in five regions.  The needs vary so widely from park to park, and 

depend on what is around you. When I worked out east, interagency was the way to go. We 

integrated into their systems. Out in the remote parks, it was often fending for ourselves, with 

any extra assistance half a day away.    So now I sit at a small monument, which has minimal 

recent experience working with the agency that surrounds our little rectangle. Add to that, the 

local Sheriff has no staff (literally there are two deputies for the county - state police get here 

faster) So having a Chief who knows how to facilitate the rescue of a lost visitor with County 

SAR staff, and integrating NPS personnel from all divisions in to the County SAR team for the 

mission at hand.  I have that experience, from working in a variety of different parks, 

jurisdictions, and organizations. Many people who come into the small parks, do not possess that 
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experience, and the operation suffers as a result.  Ensuring that we get experiences working in a 

variety of environments is key to the success of making those partnerships work. 

I rely on ICS. Basic ICS needs to become more widely accepted within the NPS (outside of 

emergency operations where it is widely utilized). 

Further qualification and professionalization in the area of EM needs to be developed and 

followed across the board by use of a national set of standards. 

VRP is the profession that everyone looks to in an emergency, large or small.  It is essential that 

we can address an emergency either will resources at hand, know where and when to call for 

additional resources and learn from prior events, good and bad 

no 

Some parks are unrealistic about the time, training and skills necessary to be successful at 

emergency management.  We as rangers are required to be jack of all trades and masters of none.  

Minimal training is provided to cover required training hours.  Due to staffing and budget 

constraints additional or advanced training is usually not provided on subjects that are important 

for successful emergency management. 

not a big emergency park 

Must be standard terminology and practice between fire and SAR. 

There is not enough opportunities for our employees to receive training on ICS basics or 

advanced courses and as a result when incidents arise most of our employees are clueless as to 

what to do. 

No 

The NPS in the National Capital Region allows almost no training on this topic post 

employment. 

I would like more training in this area. 

We have a very wide variety of emergencies to respond to, continued training is essential if we 

are to provide any service at all. 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 277  ~  

 Use Navigation Pane to move about electronic document   

In my Park, although some training is offered each year, there should be more hours of basic 

skill presentation and both basic and advanced skill review of SAR technical capabilities.  We 

are not the Jenny Lake climbing rangers...i.e., 24/7 call outs.  When we are called out on several 

""big ones,"" we're expected to perform like that team.  Disaster awaits a bungled litter raise-

lower system, or any of a myriad of technical systems not reviewed quite enough.  This is a 

complex topic involving far more than technical SAR, but you are aware of the issues...which 

range from how to run an incident command structure to working safely around helicopters to 

properly inserting an advanced airway under tough environmental conditions.  Training and 

review: let's emphasize it. 

If there is an emergency we will be called on to assist or mange the situation 

I work at an all-risk park and carry out EMS/SAR on a weekly basis. 

Better organization with incident relations when multiple jurisdictions are involved would make 

things simpler, example would be establishing IC with first person on scene if it is not strictly a 

LE call such as SAR's, or fire, we have encountered LE officers establishing themselves as IC 

even before they arrive on scene when other resources are on scene like fire/park emt's that are 

fully capable of doing so. 

The NPS should better implement formal after action reviews after major incidents at the park 

level.  These after action review notes should be compiled, filed and searchable for others. 

wildfire 

We never know what kind of emergencies we're going to have.  Being able to manage them all is 

vital. 

Emergency Management is important but there is a tremendous lack of consistency with regard 

to training, competency, ect.   Again, at Lake Mead, we are required to be structural fire fighters. 

We are taught by NPS ""Instructors"" that have NEVER been in a structural fire in their life.  

This is extremely dangerous to the ranger that is expected to be a ""firefighter"".  Same with 

EMS.  With all the levels of care from Paramedic down to nothing, its compromising to the skill 

of the ranger when they work for an agency that has a national protocol bound by local EMS 

directors.     There are several communities near many of the areas that can be contracted to 

provide these services.    As far as Search and Rescue goes, the NPS seems to be very well suited 
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for Rescue...NOT search.  I have seen dozens of botched searches.  According to the the FEMA 

ESF-9 we are the designated agency for wilderness SAR at the national level.  We can not hold a 

candle to many of the volunteer agencies who train way more than us, 

It is important primarily to support the VRP Division not necessarily for my specific position. 

Emergencies in parks are intermittent and extremely diverse requiring immense amount of 

training and supplies in preparation for all types of emergency management. 

Always a hard one here.  So many parks operate differently based on man power and dependent 

if the local county response has priority over the incident. 

SF and Marin Fire handle this mostly. 

We need more training in this. 

In addition to Law Enforcement, we fall into the Incident Command System for Emergency 

Management on a routine basis. 

Emergency management needs are ever increasing at the national level and impacting park staff 

due to personnel shortages.  I would suggest moving toward dedicated regional EMT teams 

based out of parks with extra funding for these new positions. 

This park goes into incident command mode frequently.  There needs to be a concerted effort 

Servicewide to train and develop many more qualified individuals to fill Type 2 and 3 Command 

and General Staff Positions.  Currently, it appears that only a few individuals are moving the All 

Hazard  program along, but there efforts need to be better supported by positions focused on this 

care/feeding and development of these capabilities Servicewide.  Again, park managers also need 

to be educated on the importance of these capabilities.  Many appear to be unable to delegate 

even limited authority to IMT's and/or interfere after doing a delegation of authority. 

Critical skill in today's environment for the field and management. 

I feel like line Rangers do not get enough of this training at FLETC or afterwards.  Advanced 

Training, or a progression of training should be incorporated into annual training. 

Emergency Management is key in small and large parks.  Often the VPR employees are the only 

staff members trained in EM. The FEMA online classes are helpful, but all parks should practice 

EM and COOP operations every year.  If that is not possible every 3 to 5 years. 
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Emergency Management is always important but in my current position we are in a very 

controled environment 

Current supervisor 

My Park has 10 -12 major events a year that fall under the ICS system. 

Critical to visitor safety. 

I myself have limited involvement in emergency management. My park managers believe this is 

what I exist for. I differ and would say, at the GL-09 level, law enforcement should be and in 

reality, is, what I exist for. 

I get paid to do. Others get paid to manage. 

More ICS classes would be helpful, beyond 100 and 700. 

Emergency Management is extremely important to my position, however, the opportunity to gain 

experience is limited due to the high number of management at my park. 

This is part of the image of the Park Ranger. The public sees us as a servant with all the tools. 

Small park.  Most incident which require high level EM are handled by the county emergency 

services. 

Done ok in my park. Need to keep up training for the other divisions so when they are involved 

in the bigger incidents they understand their roles and function. 

I would say this is critical in all aspects of the job. No other park employees are trained to the 

level necessary to manage incidents. This is critical to our core ops. 

Rangers can and should be able to do it all. We must instill that in the future of the Rangers 

ranks. If you need it once and do not have it, you missed an opportunity. There is an emphasis in 

fuel savings for vehicles, but we need large vehicles to carry a wide variety of equipment to 

respond to the needs associated with the area we work in. Being able to go get the equipment you 

need if not good enough. Rangers also have to be practiced in how to use that equipment and 

train in that use. Scenarios based training that is realistic to the types of incidents that occur in a 

typical area. Cross training with outside agencies is also needed to understand how they respond 

incidents so that we can work effectively together. 
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We have had virtually no EM training at OLYM. 

Part of Public Health Service deals with emergency response to major events, required training 

with incident management principals. 

No 

Insufficient resources, training and funding have affected our program. 

EMS is important in my park, EMS is right behind Law Enforcement. 

Working in an urban environment, managing  and pre planning for an emergency is essential for 

our visitors and staff 

Do not feel as though LE rangers have as much training or experience in managing large-scale 

emergencies as much as fire personnel do.  Think it would be helpful for LE to be required to 

have more incident command training. 

More ICS courses need to be available 

I still don't know what this means.  Is it a working knowledge of ICS?  Does it include the other 

categories such as LE operations?  What technical skills?  This sounds like a catch-all of every 

job we do (LE, EMS, SAR, fire, etc.). 

Usually some aviation element to response to emergency incidents, so again, important for me to 

be able to work hand in hand with these folks 

This should include preventive search and rescue programs 

I think emergency management is important, but it also encroaches on the fine line wearing too 

many hats versus having specialty fields people excel in.   For example...We have a jet boat 

operation, one Ranger may be the most proficient at operation of this craft. The required training 

is MOCC. Just because an operator has the qualification may not make this person proficient at a 

safety operation for SAR, Sometimes I feel like the LE ranger is asked to try to be proficient in 

too many ways and it would be more advantageous to have specialties for those that excel in 

areas where we could take better advantages of a higher expectation of performance. Any one 

can do a lot of things, but how many can do a lot of things well or exceptional to the point of 

eliminating higher levels of risk versus reward? 

No money available for training. 
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Used to be very important, but not in my current position. 

Training, training, training.some parks are very slow and do not get a lot of incidents. Its 

important for parks to implement continued trainings on ICS and practice scenarios. 

It should be taken way more seriously in my park and is not. 

Training limited to the useless online ICS powerpoint. 

In my work environment (Yosemite Valley) there is a constant mix of evolving all-risk incidents.  

We rely heavily on the principles of incident management to bring order to what is frequently 

chaos.  I believe we have the most diverse mix of emergency incidents anywhere in the Service, 

fully embracing all of the emergency services disciplines, and without a strong emphasis on 

emergency management principles we would drown in the chaos.  I realize that we are unusual in 

that respect.  One of the things I've valued most about my current position is that it has given me 

a very, very strong background in all-risk emergency management. 

It is hard to get the training and equipment to modernize some of the emergency management 

components. 

This is the second most critical aspect of our job. 

My answer is based on the fact that I work in a park with a low frequency of emergencies. 

I think park does pretty well here. 

This competency seems to frequently be neglected.  Training is spotty (especially depending on 

duty location) and opportunities to participate frequently limited to the most experienced folks.  

Thus while we are all expected to maintain competency, in reality many struggle to maintain 

these skills. 

Its important for some and more important for Mgt 

Again, not a high call volume but the the ability to work in a logistically intense area that entail 

responding to emergencies is a critical skill 

While Emergency Management is important to my position, I do not believe that our park is 

prepared for an event. We do not cross train with each other. 

no 
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I am responsible for oversight of emergency operations for the park, and as such knowledge of 

this element is critical. 

While we'd like to be the best at all of our duties, the reality is that we now have to look to other 

agencies for their expertise to help us manage incidents. 

This is what fire does, ICS is something that has been apart of fire for years and will continue to 

be.  Its used in a day to day.  I feel like Law Enforcement rangers lack in experience in this and 

could use more in the field experience 

. . as directed from above . . . 

Many LE rangers are extremely lacking in incident management skills. Development and 

mentoring in this area is needed. 

Most incidents are managed by local groups but knowledge of proper managment principles 

strengthen our ability to serve the public properly. 

Updated, and more flexible emergency management plans.  Leadership training for emergency 

managers that goes beyond the required ICS courses.  After action reviews after emergencies that 

are actual open forums for all employees to attend and ensure lessons are learned.  After action 

reviews that are only open to management DO NOT produce an accurate picture of the incident.  

Incident Command positions at the park level for type 3, 4, and 5 incidents should have strictly 

enforced guidelines for who can be in those positions.   Better communication and leadership 

from management to the field staff will improve morale and overall productivity within the 

V&RP 

I believe that there is a gap in getting on an IMT.  It seems that there should be a 

nomination/application process that allows skilled individuals that have the appropriate training 

get on one of these teams. 

With the shrinking staff in VRP it is hard to keep up with the multitude of competencies that are 

expected from us. It sounds like whining; but the job is not fun anymore, from overload and 

working to get things done, knowing you will not be thanked, paid or aknowledged for hard 

work. 
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Our park sees a lot of rescues (24  major SARs and over 120 medicals with over 35 transports so 

far in 2013). The permanent staff of 10 rangers over 3 districts (includes the CR and 3 DRs) 

handle the rescues, medical transports. Its a very small staff for our call volume. 

As an ""Icon"" park, we have had to manage for both domestic and foreign terroristic threats.  

There is also a train rail line that goes through the eastern portion of the park grounds.  Toxic 

freight passes through the park as a matter of routine.  We must be prepared for the unexpected 

at all times.  We also have very large special events that affect the security of the park and the 

people therein. 

Emergency management skills should be maintained and the training in which to do so should be 

managed as we manage LE Training. Mandatory hours and training should be based on park 

specific activity level and technical rescue needs. But, rangers who wish to possess skills above 

those should be supported. 

There seems to be a lack of direction from above and lack of input from below regarding the 

evolution of the search-and-rescue program. 

That is the bread and butter of the park I currently work at.  Lots of medicals and search and 

rescues. 

Directly related to life and safety the planning, preparation and skill sets to enable response and 

management of emergencies are critical and require a dedication of time and funding. 

We are not an area that incorporates the Emergency Management system often, but it is a highly 

important aspect of the mission. 

Little to no continuing education (training) other than the required 40 hours per year 

requirement. 

our medics are burned out and incidents are handled by seasonals and vips more than our hired 

positions. 

We still need to be able to incorporate EMS, fire and SAR into basic duties. 

We do this on a daily basis. The scale of which varies greatly though. 

No 
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It is more difficult every year to keep up with the necessary and required training and skills.  We 

need to look at our profession and make decisions on what we are going to continue and what 

services can no longer be provided.  Typically LE rangers are very involved in non-emergency 

services work within the parks in addition to emergency services work.  Maybe this needs to 

change in the future as a result of the increased demands. 

Although I rate EM as very important, I do not see the core principals of EM being followed at 

all:  EOPs and other plans are limited and not in line with adjacent county planning efforts, 

Dispatch services are not functioning at the PSAP level, COOP's may or may not exist, and the 

few ""ECC's or EOC's"" are not training/certifying to compatible levels and/or performing at 

appropriate levels. 

Diminished Travel $$$ and Travel Ceilings are becoming significant problems and methods 

must be developed to exclude those skills as part of ""All-Risk"" Hazards and Quals as somehow 

exempt or managed using a different threshold.  Currently they are lumped in with everything 

else in the ""nice to have category"".  These are not ""nice to have"" they are essential and 

critical to employee and visitor safety 

All parks need up-to-date All Risk Plans.  This is especially important to parks which deal with 

natural disasters on a frequent basis. 

They work to slow the delay treatment.  The park is taking peoples lives at risk by doing things 

like holding the helicopter for a spot and having people hike in.  What if it's a heart attack or 

stroke?!?!?! 

Emergency Management is yet another critical prong of the Visitor and Resource Protection.  

We are, unfortunately, having to become more of a reactionary force given eroding budgets.  

Effective emergency management is integral to achieving the mission. 

The focus needs to be strongly at building the capacity and expertise to manage incidents at the 

local level 1st.  National incidents and priorities while important, seem to overshadow and take 

on a higher level priority without regard for the unintended consequences at the local park level.  

Workloads at the park level don't go away during the busy seasons and with ever tightening 

budgets and reduced staffing, taking care of business at the park level can be a critical staffing 

problem with no extra resources available. 
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Effective emergency management is a core competency of LE Rangers in the busy or intense 

visitor use parks. 

Impossible to find the time to be proficient and perform as expected in all tasks. 

The emergency management knowledge and skills needed vary with different park assignments. 

Emergency management has received a lot of attention in the NPS over the past decade, and for 

good reason.  However, unless you work at a big destination national park like Grand Canyon, 

Yosemite, Great Smokies, or Grand Teton (to name just a few), or have connections at these 

parks, training and experience in this discipline is difficult to come by. 

During most of my post incident evaluation/assessments we have noted the need for more 

personnel to adequately carry out our emergency responses to incidents. Most staffs these days 

we are lucky  to have two (2) LEO's to cover the park. 

Special event planning and emergency management are two critical areas in my current job. 

There needs to be more ICS TN and Managing the Search Function training. 

Primary emphasis on SAR and Hurricane Planning 

Due to minimum staffing and existing emergency calls, there is not time to plan for emergencies 

or be proactive. 

Do not allow FEMA to dictate incident management principles. 

This is one function that the NEW Breed of rangers is not exposed to.  Training staff in ICS, fire 

EMS and SAR management is super important.  You can't learn this in a class room or a book! 

THERE NEEDS TO BE MORE  PERSONNEL AND MORE FUNDING FOR THE 

PROGRAMS, THE CURRENT UNDER STAFFING DOES NOT ALLOW EMERGENCY 

RESPONDERS TO GET THE NEEDED TRAINING, OR ALLOW THEM TO GO ON 

ASSIGNMENTS TO INCIDENTS FOR NEEDED OJT. 

None 

The NPS needs to find ways to develop rangers and other employees to take on leadership roles 

in ICS.  Sending people to training that requires travel is not sustainable. 
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Training and understanding must go beyond NPS only activities and include the skills necessary 

to work with multiple other agencies. 

We must be ""all things to all people."" The NPS LE is position is exceptional compared to all 

other LE agencies and NPS positions as we are expected to participate in fire, EMS, and SAR as 

well as provide maintenance and interpretation skills. We are trained to do nearly any job but not 

everyone can do ours. 

No 

Probably we could use more training in preventing emergency incidents and in actually 

managing them when they occur. 

I'd like to see the division in my park utilize IC principles and practices more than they tend to 

Important to have a proactive approach to emergency management through education and law 

enforcement. More important to prevent the incident than responding to them. 

This is something that in many places is easy to let slide because the incidents are not there, but 

when they do happen is one of the most important competencies to be up on. 

Emergency Management within the NPS is essential, however it's omnipresence over shadows 

the agency's law enforcement function. 

Bonuses or pay increase should be provided to officers that hold EMS credentials above and 

beyond the standard AFA. 

Some people take this seriously, but most can't remember anything other than ""That time I took 

I-100 online"". 

Depending on the Park, you might be the only person capable of managing the scene and saving 

lives.  In other Parks, the ambulance will beat you there every time - that is if the local 

department calls the Park to inform them of the incident.  If better prepared resources are 

available outside of the Park and are providing those services already, the need for some of the 

EMS skills are less vital. 

only as they apply within the scope of creating permits and record keeping and reporting, not the 

actual application of these skills. 

Core competency includes standard SAR, EMS, CISM, SETT, and IMT participation. 
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A lot of patrol rangers including myself are under trained in this aspect. 

I have been doing SAR for over twenty years and have hundreds of hours of training.  I just 

recieved information from EICC that I have to provide certificates and proof to be certified as a 

basic SAR tech on my grey card? I thought people were getting grand fathered in. 

As the first 6C Rangers retire from the service, I fear there will cause a sink hole for younger 

Rangers, they don't receive the needed decision making training (sandbox scenarios) that will 

make this category better for the visiting public. 

We do not have many EMS calls at the park where I am currently working. 

Where I work the IC system is ""used"".  Meaning we say we use IC, but in reality we don't and 

it sets us up for confusion. 

Very few outside resources available to provide emergency services in this park due to our 

location and situation. 

Some parks have no other EMS assistance and are responsible for the Emercencies that occurr in 

park communities. 

The potential is here for a major incident (fire, earthquake, flood/mud slide) but neighboring 

resources outnumber and outspend us. A mountain bicyclists broken collar bone on a park trail 

will result in a helicopter extraction within 30 minutes vs. a 12 hour litter team carry-out at my 

previous park. 

We are too understaffed to be efficient and properly effective. One incident taps out the district 

resources. Causing a huge potential problem for safety for the LE Rangers currently on staff. 

Very important but given a slightly lesser score because I feel that at my park NPS would not be 

the lead agency in a mass emergency management situation 

All of the trainings for this are death by powerpoint.  To properly train employees for this it 

should include RELEVANT TO SPECIFIC PARK scenarios. 

I believe that this depends greatly from location to location.  Is large and or remote units the NPS 

is the sole provider, however most NPS units do not fall in this category. 
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When ICS is employed is not done correctly. That would be a better training than many others. 

But it needs to be short and hands on less paperwork. Needs to be designed for small scale 

incidents that don't have time or personnel to wright up an ICS plan!!! 

We should have all these classes at FLETC so we all come out with the same training. 

n/a 

It is difficult to maintain proficiency in each area of emergency management that I am 

responsible for. I am certain I and the Park need to do more. 

There needs to be more integration of NIMS and Incident Management in all that we do - both 

large and small events. This will ensure that we run more efficient as well as making it easier to 

""plug in"" with other agencies. 

With all of the above they are intermingled and are all needed to properly protect the staff, 

visitors and resource. 

Managers need to ensure that Park Rangers  have the right skills to engage in cooperative 

management of emergency services with outside agencies. 

Emergency Management is a priority throughout the year with a different focus on different 

types of emergencies based on the time of year/ visitor use. 

While emergency response is primary among my responsibilities, the relative frequency of such 

events is rare, especially when compared to law enforcement or resource related incidents. 

EMT required position. 

Many parks are falling behind in this area due to staffing cuts and inter-agency partners taking 

the lead in this area. 

Might be nice if the park took the time to train its permanent employees with basic compnents of 

First Aid and CPR.  Also, we have been operating for the last 12 years with no Emergency 

Action Plan.  Each day we ""wing it"" and something bad has the potential of happening, and we 

don't have a game plan. 

These are all equally important to the Division of Visitor and Resource Protection. Difficult to 

place value of one over the other. They are all critical to the division. 
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Law enforcement officers around the world deal with all sorts of emergencies everyday, not just 

writing tickets and arresting dirt bags. 

We have a big training need here. Online ICS training, H337 and a collection of certs is a good 

start, but it is only a start. 

Search and Rescue is a large component of my position 

Meeting the needs of the public, employees, and local park neighbors for EMS, structural and 

wildland fire qualifications and training are now degrading due to the fact that there is not 

enough of a staff to allow for training and getting experience in the local area, because we have 

to cover the park. 

Again, without law enforcement, these kinds of functions fall to Interpretation & Education as 

well as Facilities Maintenance at my park. 

As a park superintendent I do not perform emergency management but I do oversee and manage 

it. 

We are close to EMS in surrounding city 

MOU's with town fire rescue departments makes this a 6 instead of a 7 in my opinion. 

Same as comment in #2. 

In case of a disaster you need to have the skills to protect and help the people and resources.  If a 

disaster, pandemic, of natural event occurs you have to know what to do to help. 

For my position, knowledge of is critical while full appliction may be relied upon through other 

individuals.  I have a background in emergency management through EMS, LE and wildland fire 

managment which I find very useful. 

Same comments as above. 

We have required refresher training in just about every competency area of our job--wildland 

fire, EMS, CPR, ALERT, aviation safety refreshers, firearms qualifications, PEBs, IT training, 

sexual harrassment training, credit card training, Google training, the list goes on.  But we have 

ZERO required refresher training for any type of SAR (general SAR, high angle, swiftwater, 

cave, etc.), all of which yield a high potential for catastrophic consequences if something goes 

wrong.  Our brand-new SAR Position Task Books are a providing a step in the right direction, 
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but I believe the NPS should mandate an annual SAR refresher, whether it be 8, 16, or 40 hours, 

anything would be better than zero.  Also, rangers at parks that do not have a heavy SAR mission 

load might have a better shot a competing for jobs at SAR-heavy parks if they have more SAR 

training, but their bosses often deny SAR training to them because ""it's not important to this 

park.""  An annual SAR refresher requirement would provide an opportunity for all rangers to 

maintain at least some basic level of SAR readiness. 

My responsibilities currently involve supervising LE, meeting compliance and managing 

programs for safety fire and such. Life safety for our employees and visitors should be of utmost 

importance and it is not. 

Again we do not have enough people to properly and safely manage incidents. 

Our ability to provide EMS services is crucial especially in the backcountry.  We do a lot of in 

house training which makes it costs almost nothing and we mostly get support from the 

administration staff.  Under budget constraints, these are some of the trainings along with SAR 

that come under scrutiny even though they are taught in house and do not cost for instruction.  

Often times, we teach EMS skills on top of the SAR trainings because they go hand in hand. 

Not as important as LE/RP in my position as I have, and must continue to have, highly 

competent individuals to delegate this to. 

important only as my position provides guidance on travel/payroll questions related to 

emergency management 

This is the area of my job where I feel most inadequate. Since big emergency events rarely 

occur, more/consistent training is needed to counteract the lack of repeated calls that generally 

make up an LEO's repertoire of skills. 

NPS needs to clarify its position in Emergency Management.  Why do we have separate training 

and qualifications databases for Emergency Mgmt (Grey Card), Fire Mgmt (Red Card), Structure 

Fire (? Card) and EMS? 

I am an EMT but it amounts to a very small part of my duties. 

I would like to see more training and development opportunities available in this area. 
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The Parks I work in do not have planning for EMS or SAR but I hope that we are working that 

way. The State Troopers help immensely. 

More of an upper level competency. Either journeyman level or advanced, not as vital to entry 

level rangers 

We need more training in the management of law enforcement incidents. 

Very little(none)  training is promulgated from NPS WASO in regards to ensure staff are trained 

to ICS or emergency management. 

We have relied upon the fire community to conduct a great deal of this training. It seems that we 

should combine efforts to insure that we are getting folks the entry level and mid-level training 

needed. 

Harder to do with less rangers. 

Non-fire related emergency management training should be required for senior field officers and 

supervisors. 

Again these are terms... nothing more.  The core items mentioned above are best gained by 

experience, not classroom education.  We (NPS) will never be on par with our partner civilian 

agencies until we are allowed to fully engage in enforcement actions, therefor acquiring the 

knowledge to lead following generations of Rangers. 

Basic ICS courses (I-100 and I-200) and FEMA courses (IS-700 and IS-800) should be 

requirements of all new LE personnel. 

The coordination of Emergency Management between Federal Agencies is key.  Determining 

how we respond and who should respond. 

ICS should be used on every call; rangers should be EMT's 

FEMA ICS courses are not enough.  Hands on training is very important. 

Providing the right aviation tools and training for folks operating in emergency management. 

We are not as involved with emergency operations. 

Our staff is drilled on this continually. We will set up scenarios and work through them and we 

also do After Incident Briefings so that  we can always improve 
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SAR is becoming a very important component of my job. 

I am on the Search and Rescue team, but seldom get called out. 

There is not enough to time to properly train. 

I have to be able to run a initial attack fire or a medical call. 

Based on jurisdictions and park locations the range of responsibility and how we act is so 

diverse.  In our unit interagency relationships are critical for this category and for law 

enforcement and fire. 

This service is essential when responding to public health emergencies that require resources 

outside of the public health programs expertise.  Recent examples include Yosemite hanta virus 

incident, intermountain region plague incident, sandy hook storm, and BP deep water oil spill. 

SAR is the responsibility of the State of Alaska. Few opportunities to deal with emergency 

related incidents in roadless units. We find out about the emergency mostly after the incident is 

over. Wildland fire is the exception. 

Would like to see more emphasis placed on ICS and on parks and people preparing. 

This is important it does seem that it falls on LEO's that do not have the experience to work in 

the ICS. 

No. 

The fire lookout that I staff throughout fire season provides detection operations for potential fire 

threat to several land agency jurisdictions.  It is the only fire lookout that can observe these 

critical wildland areas.  The agencies that are responsible for providing the fire protection 

services for those areas rely on the lookout to provide early detection on potential emergency 

incidents. 

Emergency management, while very important among most of the NPS and other parks receiving 

heavy visitation, tends to be somewhat less important to my current park. I think this directly 

relates to the fact that we see very few occurrences of SAR and EMS incidents within our park. 

Having said that I do still think it is important for us to understand the ICS and our departmental 

policy and know how to implement ICS in an emergency, because it saves valuable time. 
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More programs/training needs to be made available for field personnel to advance further in their 

career as well as being able to provide better/more efficient emergency management. 

Any employee may be directly involved in emergency management at any time and should know 

the basics. 

There really isn't much emergency management when it comes to post incident concerns.  Once 

the incident has occurred and over, we lack the communication to further prepare ourselves for 

the next incident. 

Wildland fire managers should broaden their role in emergency management overall to offer 

more assistance to other areas in the NPS.  This broadening of roles should include more training 

to better understand the additional needs of the NPS in emergency management along with 

bringing the experience of fire management to the other emergency management functions. 

This is the second of two defining features of my position. 

Emergency response framed in the context of Designation of the Lands (Wilderness).  Activities 

should keep an eye on our land mgmt objectives for a specific area. 

position needs to be filled 

It is one area we are still empowered to do extremely well.  This helps SO much!  The 

aforementioned planning, training, and 'after action reviews' are perhaps our GREATEST 

strengths in NPS LE 2013!  BRAVO!!! 

NO 

No 

no 

I'd like to see a discussion about emergency mgt in the context of remote backcountry and 

wilderness. At what point does the visitor assume a higher level of risk and responsibility for 

their potentially dangerous actions? 

no 

This is where our job becomes difficult and pulls us away from our primary duty of LE. I am a 

Parkmedic and that takes a lot of knowledge and if you don practice you will lose your skills. 
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The same goes with Structural Fire and LE. So many collateral duties can be lost and you can be 

come a life threat to yourself and others if you don't train and practice. After all of that when do 

you actually work and protect the resource and people. 

Our park has numerous Search and Rescue operations each year that often times require 

technical expertise in the form of high angle rescue where knowledge of rigging ropes systems is 

essential. All rangers are Emergency Medical Technicians who respond to numerous medical 

emergencies and they are all Red Carded for wildland firefighting. 

There are far too many employees in the NPS, especially in the smaller, eastern parks, who don't 

know anything about the Incident Command System, so that when they have a natural disaster 

that requires the assistance of an Incident Management Team, they don't know what to do or 

what to expect.  Somehow, those folks need to be incorporated into emergency management 

under the ICS structure.  This should be part of everyone's training and understanding as the NPS 

is a 365, 24/7 operation and we have exclusive jurisdiction to manage our emergencies within 

our boundaries and to assist our neighbors through mutual aid.  In addition, we've designed 

administrative systems that completely ignore emergency management.  For example, the payroll 

system can only pick up new account numbers on certain days of the week.  If we have 

emergencies on the last two days of the pay period, we can't assign, create and charge payroll to 

a new, correct account number because the payroll system and the accounting system won't talk 

to each other on those days. So we create more work for ourselves by charging elsewhere and 

moving charges.  An onerous process.  If our administration would realize that the NPS is not a 

Monday to Friday, 8-hour operation, they would build systems to support the appropriate 

operations.  Instead, we've built administrative systems and try to manipulate operations to fit in. 

This is terrible.  We've got management backwards.  Admin shouldn't be driving the boat, it 

should be the ballast water designed to support operations. 

For the most part, we have excellent Emergency Management training and cooperation between 

divisions.  Some interpretive rangers have expressed a need for better training on initial care, 

such as applying oxygen.  Interpretive rangers are almost always the first on the scene, so they 

should receive thorough training.  Currently, they get a good day's training in CPR and first aid 

with the AHA program.  Adapting or supplementing this with contextually specific knowledge 

(for typical high-altitude and desert problems, such as applying oxygen and recognizing 
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dehydration and altitude sickness) would be very useful.  If we had a heated engine bay, we 

wouldn't have to drain all the engines, leaving us without winter protection (this could have 

saved a couple cars one luminaria night). 

They are essential in providing emergency care to park visitors and workers 

We are trained and certified in a broad spectrum as EMS/EMR employees. Certs. to include: 

Fire, SAR, short haul, evacuations/closures, aviation. etc. 

Management of emergency incidents is essential to prevent emergencies within emergencies; and 

to instill confidence in the public that their visits will be as safe as we can make them. 

I've found the best way to develop these skills is to work for superiors who are not afraid to hand 

these roles over to people below them (when appropriate). Instances where this opportunity has 

been provided to me are some of my most prized examples of field career and skill development. 

Share information on a broader employee level. 

If you're not an EMT in my park, good luck on getting CEU's. 

I am a wildland firefighter 

Wildland fire and EMS does an excellent job responding to emergency situations. Further 

support is always helpful. 

That is what we do - respond to and manage emergencies. 

We have a collateral duty safety officer who is responsible for this, along with our employee 

safety committee and management team members. 

No. 

Although this is very important to my position, divisions within my park do not work well 

together and often times these important details are not distributed. As an agency, all divisions 

need to work together in order to accomplish the mission. 

Everyone looks to us to manage emergency situations. 

Emergency Management is important in and of itself. However, I am at a small park with few 

issues. 

EMS is part of our job description 
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Proper, efficient and effect measure need to be taken for Emergency Management within the 

NPS construct.  NIMS and Homeland Security Presedential Directive 5 (HSPD 5) are not being 

met with certification, training and implementation.  NPS employees are assuming positions they 

are not certified/qualified to assume during emergency response and emergency management 

incidents. 

Annual training and assessing and funding needs are essential to safe, professional and quality 

job performance. 

All protection should have a greater responsibility in  planning for emergencies. 

continue to get management to value and understand that emergency mgt. is park of the NPS 

mission. 

Working at a small to medium size park, requirements to provide or sustain a fire, ems, search 

and rescue services takes up much time and resources. There are local resources more qualified 

and ready to handle such emergencies. Time should be spent developing relationships with these 

outside agencies and not focused on completing lengthy, financial and time consuming park 

management plans, procedures or equipment caches. 

no 

Law Enforcement, SAR, Fire, and EMS all fall into the realm of emergency management. I 

encounter these frequently. So, being versed in emergency management is a very important part 

of the job. 

The implantation of the incident command system has greatly improved the way we manage both 

large and small incidents. As more and more people flock to the parks for cheap recreation, 

diverse and dynamic incidents are becoming common place. The need for training on the ICS is 

a must. 

There is no support from the LE division management to further the experience and training 

levels of field personnel to obtain ICS type training. There is never post incident evaluation or 

after action reviews from the supervisory side of the LE division. 

I'm sure it's important (extremely important) but let someone else (higher pay grade) do this 
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MORA could use a bit more OL principals applied to operations....especially during times of low 

staffing. It seems that things are still ""business as usual"" even under low staffing conditions. 

As a ranger responsible for mountain rescue this is a part my current position that is very 

important to my own safety as well as my co-workers.  In recent years this area has seen the most 

improvement in that way. 

Emergency Mangement is being encompassed into the culture of urban policeing as well as NPS 

rangering. Mulititasking, orgainzing structure are essencial skills which also needs to be 

practiced and is used on a regular basis in an active park and/or by and active ranger. 

Our park has large numbers of calls in EMS and SAR yet the focus is always on LE. While these 

programs are supported at a basic level (and perhaps better than that in many ways), I think that 

the field rangers consider these calls less important than LE cases. I don't think that this trend is 

good for the agency overall. 

As a emergency responder and developer of emergency response plans I must have an 

understanding of emergency management. 

we often find our selves in an ICS status do to nature. 

Coordination with other agencies and partners is key to accomplishing this part of the mission. 
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Is there anything further you would like to tell us about Visitor and Employee Health and 

Safety? 

 

NOTE:  All responses are recorded verbatim. 

 

Wellness? 

I don't think the LE program puts enough emphasis on health and fitness.  The PEB is such a low 

standard that is serves no purpose.  Every LE Ranger should be required to take the PEB twice a 

year and pass at a certain standard. 

The NPS has taken a lot of possitive strides to improve the safety of NPS employees. There still 

needs to be more supervisory oversight with every operation! There is not enough supervisory 

oversight. I was given all my equipment and told to go forth and do my job. I didn't see my 

supervisor if I didn't want to see him. I made a lot of bad decisions during that time and thank 

God I didn't get seriously injured or killed. 

the safety of our employees and visitors is our #1 priority! 

Seems like this statement should be re-written so that we better capture VRP's role in promoting 

healthy visitor experiences --not just a a healthy workforce!? 

Not to dismiss entirely all of the keywords presented in the question. But health and safety 

programs are generally a waste of time and money.  Employees want to be safe, and supervisors 

are responsible for it. 

Law Enforcement observe and report unsafe situations. 

Visitor safety gets the spotlight.  However, I feel officer safety is dangerously low at CACO. 

No one really seems to care. 

Sometimes we see problems but there are no funds to fix them.  Many of my coworkers try to 

avoid visitors because they don't trust them. 

As a front line supervisor it is a priority to provide a safe and productive workplace for my 

subordinates.  Shrinking budgets and limited personnel make the balance between safety and 

productivity more difficult each and every year. 

As a former US Coast Guardsmen with many hours and SAR/LEO GAR models made in 

operational throughout the world environments, the NPS application of GAR risk management  
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is a perplexing to me. If the NPS really applied the GAR principles they would take a objective 

3rd party review of the VRP operational and training programs seriously and adjust staffing to 

meet perceived risks associated with Ranger duties. 

Safety is number one concern to both employees and visitors.  Operational Leadership is hot 

topic. 

We are still not taking this seriously. 

We're always trying to stay proactive in helping visitors avoid harm. Could be more proactive at 

keeping employees safe. Maintenance of housing, wellness programs, etc. 

Should be a priority in all positions. 

I think it would be more effective if there was one certification process for EMS/fire/ICS, instead 

on a white card and a red card and there has been talk of a third card for SAR.  One system to 

track all the competences. 

Opportunity for work/life balance for employees is very poor. 

I think this one is relatively self-explanatory. 

You can not just develop plans or policy they have to be implemented.  We have lost to many 

great employees because we do not hold people accountable 

There is a widespread belief that the NPS does not care about the well-being of its employees. 

Many of these issues stem from required occupancy positions forcing an employee to live in 

government-owned quarters. Black mold, poor housing, work environment Several times I have 

personally seen short cuts and 

See the last comment box. 

The NPS does not take the healthy workforce serious.  People can be as out of shape as they 

want to be and still do the job putting other at risk because of their poor physical condition. 

I think the mental health of employees is often overlooked..whether it is in the area of promoting 

positive work environments, employee satisfaction, knowledge and availability of resources for 

employee (counseling, for example.) 
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While I see this as extremely important, I do not think wellness, risk management plans, educate 

stakeholders and promote a healthy workforce is within the job description of V&RP. I do think 

rangers need to be challenged with keeping physically and mentally fit but running a program 

that is all encompassing (ie park-wide/visitors/stakeholders, etc) is outside our scope of work. 

If safety is important 

Again, we are doing much better in this area than even 10 years ago.The addition of operational 

leadership at FLETC would be a good baseline for all rangers 

No 

This is a function of our ""Senior Management Team 

Lots of lip service. 

Non-Law Enforcement NPS Managers are directing all Law Enforcement Programs, often in a 

direction that deteriorates the health and safety of staff and public. 

I would like to know what exactly this means. Do you mean safety committee or SAR and EMS? 

Both the VRP division and I are called upon to lead this for the park frequently 

This is one of the areas that the NPS periodically pays lip service to, usually after the death of an 

employee.  So I will give this the nod as expected of a Chief Ranger.  It is extraordinarily 

disheartening when my colleagues refuse to put their brand new seasonals through Operational 

Leadership, and that colleague's excuse is that they don't have the time.  In the next sentence this 

division chief then laments the lack of leadership, and states that is the reason things are not 

going well.    I also would like to relate to you how I tried to change some of the culture. When I 

came in, the mission was everything, and you broke yourself trying to work all the overtime, 

never taking time off, and some how seeing this as a badge of honor, and folks treated you as if 

you were more valuable to the operation when you sacrificed repeatedly for the operation. Funny 

thing, is that there are days I never should have been on patrol, as I was not capable of making a 

good split second decision to use deadly force due to fatigue, crazy shift work - try working 8-4, 

4-12, and midnight to 8 all in the same week, while they also change your days off. I vowed that 

if I EVER got in a position to work on schedules, and make a difference I would.  I am proud to 

say that I have, and I encourage my folks to take time off.  Yet, those ingrained values of giving 

all, to the mission - even sacrificing yourself for the good of the NPS mission are difficult to let 
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go of. I consciously work at making sure I do not value an employee less, who actually takes 

time off and wishes to manage their schedule so that they have some degree of a social life 

outside of the job.   I know from all of my leadership reading, the book Emotional Survival for 

LE, that healthy Rangers have a life outside the job, and other interests. They care about their 

families and doing things that make them happy. 

Seems to take a backseat whenever there are conflicting directives (such as wilderness which 

seems to trump safety WAY too often). 

This needs to be a function of dedicated safety officers and facilities management personnel, not 

LE. 

The three prior competencies, LE, RM and emergency Management, require a large amount of 

preplanning in the short and long term to avoid unnecessary risk.  This competency is an integral 

part of all the competencies and in my opinion should not stand separately, but it should be at the 

forefront of each. 

No 

My park has no policy in place that supports injured workers on restrictive duty status.  I know 

of an LE Ranger that was injured during the PEB.  His knee later needed two surgeries to repair 

the injury.  While on light duty status his supervisor made him respond out in the woods to a 

report of a illegal tree stand while his knee was still injured and he was waiting to see an 

orthopedic doctor.  The Manager informed the employee that there was no such thing as light 

duty in law enforcement.  The employee later had not been paid for six weeks.  The employees 

supervisor did absolutely nothing to assist his employee in getting paid and was later heard 

saying that he was staying out of the situation because it was so bad.  The employees Chief also 

was unable to provide any assistance or guidance to the employee. 

Balance is needed in operational roles. Not everyone can do every thing, Law, SAR, EMS, Wild 

land fire, and structural fire as well as regular duties in a fast passed park like Yosemite. To 

much asked of employees collateral duties. Selective track with interest is needed. 

This park has been around since 1980 and is just now working on a well developed health and 

safety plan which will not be completed any time in the near future.  The common phrase around 

here is that is will take a serious injury for the ball to get roling. 
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While important, not all Rangers need to know every aspect. They just need to be able to 

implement it. 

No 

I have noticed the NPS does not take safety seriously even when employee injuries and deaths 

occur. 

Not a proactive idea or thought with upper management.  Answers given in the last 10 years, 

""we don't have the money 

Not enough EMS and SAR  trained staff in the park. 

I think it would be useful to create a safety message daily, from either the regional office or 

national office- similar to wildland fire's 6 minutes for safety. These would be broad over arcing 

ideas that apply to everyone. OR, have each division national pool together a daily safety 

message that is sure to be applicable to everyone in their field/division. 

An accident avoided is in many aspects a lot less costly than than being unprepared. 

Some Rangers are working extremely long shifts and are worn out. While other Rangers, 

morning shift, are well refreshed and even have time to take an hour for P.T. we need to a better 

job on asking how Rangers are doing, are they rested enough? It needs to be addressed. Poor 

decisions/danger  are being made.  NOTE:  Give seasonal hires health care coverage.  Stop 

finding ways around it! Seasonal have families just like permanents 

Visitor and Employee Health and Safety is a management by crises policy. 

We have an outstanding working relationship with other federal agencies which provides us with 

two places to work out.  This is beneficial because our agency has provided us with no place to 

work out.  The Border Patrol and the USAF allow us to use their facilities. 

I believe that visitor safety is one of our top priorities. 

I've seen a lot of improvement in this area at my park.  When I got here, they let me buy and 

outfit a sorely needed gym.  This needs to happen in more park areas, especially places where 

people are far from commercial gyms.  Our exercise rooms (we now have two) get a lot of use 

from all divisions. 
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Stop treating Law Enforcement Rangers like babies!  Not everything we do is dangerous and 

unsafe.  Law Enforcement / Fire /  EMS / SAR has risks.  we accept those risks when we enter 

the profession.  We expect to be TRAINED to a highly professional level to ""do our job"".  To 

be told that ATV/UTVs are to unsafe to be driven is insulting, especially when other divisions 

use them.  To hear that Rangers cant be on the Lake Mead Dive Team to do ""law enforcement"" 

work because that is best left to ""Professionals"" (Las Vegas Metro) is extremely insulting.  

This is OUR back yard and we should be expected to be the best of the best in our own home. 

(Further, I was told we were allowed to do maintenance diving....which is far more dangerous 

that body recovery work)    SAFETY is a buzz word in the NPS that is preached and completely 

ignored! 

I take this as one of my primary responsibilities as a supervisor and leader within my Park. 

They say it's important but most of them are obese and don't bother to do anything about it. Also, 

they preach about visitor safety, but walk around the park and you'll find so many safety issues. I 

have brought them up but not much is fixed. For instance, is it safe to climb over a plastic chain 

at the top of a snowy staircase in order to walk down un-shoveled stairs to enter a building? 

Health is highly reguarded but safety maybe not so much.  Safety is in numbers!!!  When your 

the lone ranger on night shift and your hours have been cut to save money with night diff pay... is 

the ranger safe when he or she is working alone with delay/limited or no back up?  Are visitors 

safe when no rangers are on duty and law enforcment has to be called out with a response time of 

10 to 30 minutes or even longer? 

Bike wrecks can be pretty serious here. 

If we are not healthy we cannot perform our job. 

I would like to see employee safety and safe work practices a function of the employees 

performance appraisals.  Move hiring a promotion oppertuities based upon past safe work 

practices.  Safety needs to be moved toward the forefront of out hiring and promotional 

opertunites. 

The Resource and Visitor Protection Divisions in many parks wear a lot of hats.  Many parks 

struggle with the work load associated with all the varied responsibility.  With current budget 

restraints, positions in the division are going unfilled or eliminated.  Many individuals have 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 304  ~  

 Use Navigation Pane to move about electronic document   

numerous colateral duties,and with the LE case work these important duties get little 

attention...we are in a reactive rather than a proactive mode with many of these functions. 

N/A 

Always a priority, jeopardized by limited or misdirected funding. 

I believe visitors and employees need to take personal responsibility for their own health and 

safety on a daily basis.   Most rangers are required to be EMTs but not Wilderness First 

Responders.  There is a huge difference in the initial and continued education between the two.  I 

believe the NPS uses ""safety"" to control and discipline their employees.  This should not be the 

intent of the safety program. 

This falls into Emergency Management as well.  Prior planning helps minimize  the having to 

manage some emergency situations. 

Safety is everyone's job.  Operational Leadership is a good first step in the process.  A lot of 

""Cowboy"" stunts to accomplish the mission are becomming a thing of the past.   health and 

wellness is wonderful, but it is a toothless program in the field.  If you have a health fair great, 3 

hours of PT ! (only if you among the chosen few) 

Visitor and Employee health and safety is always important but in my current position we are in 

a very controled environment.  We also have regular health screening.  If somone is unsafe here 

people can die. 

High call volume; principles regularly employed 

Operational Leadership is a complete waste of time.  We need a more job focused risk 

management model. 

As a Supervisor, instilling the Operational Leadership Principles is important to the mission at 

my Park. 

A healthy workforce is a major component to safety. 

This past week I had to fix an air compressor in a service station located in my park's 

maintenance area. While working on the pump I had to wade through layers of Black Widow 

spider webs and the shelf above the pump was covered with the carcasses of dead mice. This is 

an unhealthy work station and completely inappropriate. I think there is a lot of talk about 
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""Visitor and Employee Health and Safety"" but my work site is loaded with places like this. 

Most work sites in the park do a good job of keeping MSDS materials in plain view and at least 

verbally address employee and public safety issues but again... an employee here was carried off 

with meningitis this past summer. Said employee worked in a horse corrals. Material from the 

horse feces was (purportedly) located in the evacuated employee's blood stream. I believe this 

employee contracted a debilitating medical condition after inhaling dust/spores from the corrals. 

This case was (of course) brushed under the carpet and few employees in the park even know 

this event happened. So what I see is hypocrisy more than the importance of visitor health and 

safety. 

Great lip service, but actually occurs only when convenient.  Not backed by science or proof.  

Inconvenient safety requirements are ignored ""we've been doing it this way for years... 

My health & safety- 7  Coworkers health & safety -6   Everyone else (visitors)- ? I try but they 

seem hell bent on getting themselves killed and there are more of them then there are of me! 

let not confuse risk management with not doing our job because it is dangerous.  Anytime you 

are sworn to protect and carry a gun and non lethal tools in the course of do that job, there is risk.  

Do not let us not do the job because it might be dangerous!  It is dangerous.  Provide and fund 

quality training.  We let Ranger go on patrol in patrol vehicle solo, but we won't let them do boat 

patrol with out two Rangers.  That is not practical.  There are more MVA in patrol vehicle than 

there are on vessels.  Be smart not over protective.  I operated a boat for 10 years and never had 

an accident.  I did have on minor MVA in my patrol vehicle.  Accidents happen.  Accept it. 

Every employee is responsible for practicing safety in the workplace and for keeping ourselves 

healthy and fit. The policy writing and implementing is for the managers, but input and 

cooperation from every employee is necessary. 

The risks we face are real and inevitable. We have to be able to manage those risks to acceptable 

levels. 

Health and safety seems to have improved over the years. 

I find it very important but the other LE Rangers in my division do not.  For instance, comments 

like 'if they are so stupid they drown' are much more common place than being pro-active to use 

signage and contacts to help educate and prevent injuries and death.  Our jobs are to arrest, write 
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tickets, get overtime on incidents and no longer to be proactive to help the visitor (and 

employees) on known health/safety issues. 

The GAR and risk assessment for operations is crititcal. Overall planning could be done outside 

our division. 

If you can't do it safely, and smartly, don't do it. The #1 most important person in any equation is 

""Self"". Be safe with the actions one takes and create an atmosphere of safety for all. 

Again, there has been ZERO training at OLYM in this topic. 

My position evaluates the park on environmental health components to ensure the safety of 

employees and visitors. 

No 

Management cares more about visitors than staff at least at my park. 

We need funding to purchase equipment for the staff or help to offset gym memberships. On a 

good note our staff has completed operational leadership. 

I am currently the Collateral Duty Safety Officer(CDSO) for my park. 

I know that operational leadership is not officially part of the safety program, but I think that it is 

a very important training for all NPS to attend. 

This is another one that sounds like it was written by a marketing executive, rather than a 

Ranger.  Are they just trying to justify the expense of ""operational leadership"" training by 

asking if safety is important? 

Core purpose of my job is to help employees complete their work safely using risk management 

princicples. Also can be applied to how our employees use aviation to protect the public 

This should include risk assessment for incident management 

I think this goes hand in hand with my opinion on Emergency Management. We can do better 

here but utilizing specialties of employees versus saying ok, he's qualified. Again, we can all 

assist and do many jobs in the field, but can we do them all well enough to minimize safety 

issues or concerns? Wearing a lot of hats is fun, but is it the most proficient use of personnel? 

no one listens 
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cannot allow risk avoidance to become our mission 

Used to be very important, but not in my current position. 

Operational Leadership teaches these principles and the two parks I have worked at are utilizing 

the principles to the fullest . The NPS environment promotes safety. 

No 

I find this question to be a bit puzzling; it is the stated policy of the Service to put the health and 

safety of visitors and employees first above all other considerations.  So of course it's extremely 

important.  As for the specifics of whether health and safety principles are held to be important in 

my particular workgroup, I would say that those principles are highly valued and not taken 

lightly.  We do think of safety first in all that we do. 

This is tied to the above 6 question. 

This is a concept that seems to be driving a lot of park policy lately. 

The on the job fitness time should be upgraded to 5 hours per week from the current 3 hours. 

Operational Leadership has helped to bring this importance to light. 

3+ years without a creditable medical program? Currently paying for our own comprehensive 

yearly medical exams 

I think nutrition and buying local food should be much more emphasized. For example, I found it 

strange that candy bars/food produced by companies that have environmentally damaging 

practices, not to mention unhealthy food, are handed out at park training. I think park employees 

should be educated on local food sources and ways to participate in CSAs and other such things. 

This is important, however mgt spins this to meet there needs. 

The health of our employees and visitors do not appear to be a high priority to management.  Our 

drinking water does not pass the federal standards, which does not appear relevant because we do 

not have enough people to have a ""public"" well.  We are based in a village that does not have 

any medical care.  If we are to get sick and injured, we have to fly 1 1/2 hours to seek attention.  

If we are injured on the job, administration has informed us that the federal government will not 

pay for those flights. 
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no 

. . is #1 ! 

Recent focus on risk management (ie. operational leadership) is very good. 

Fewer employees mean greater impacts on visitation when we aren't able to monitor behaviors in 

the park.  Consequently stress increases, morale decreases and the efficiency of the whole 

operation is put at risk. 

Should be a part of daily life at every park.  Basic principles can be implemented in ways other 

than memos from Management.  Safety officers should have the ability to patrol and audit and 

should not be office based, 9-5 positions.   Better communication and leadership from 

management to the field staff will improve morale and overall productivity within the V&RP 

Employee Health and Safety is extremely important in my job, but we are not always given the 

time that we ""should be"" in order to take care of these.  For example, the PT time should be 

MANDATORY. 

Its a band-aid, for not letting us hire safe employees.People that think safe, are hard to hire. 

Bottom up initiatives are more welcome among the staff than the Top down directives. 

We are making strides to promote a healthy workforce in all divisions, but more can be done 

towards that end. 

The knowledge of safety, health and wellness and risk management should be important to all 

employees. As a supervisor, it is essential so you can properly care for and manage the 

employees. However, the agency needs to make health and wellness more of a priority. 

There is somewhat of a disconnect at my unit with this area. Safety responsibilities have been 

moved to a zone safety officer who does not reside at my unit. 

This is the most important thing we do.  We certainly would not be here with out the resource, 

but hiring, retaining, training and the safety of those we work with and the greater public is really 

the most important aspect of this job.  Without a motivated, dedicated, well trained team, that has 

a safe work environment to operate in, the resource then loses it's protective voice and umbrella. 

Very important and integrated with emergency management. 
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Continue to be told to do more with less, management that does not support or promote a healthy 

workforce and working dangerously understaffed. 

Not nearly as important as the previous three 

In my unit, this has been proven that management cares more about budget then the health of 

their employees. 

We do not currently do enough to promote (demand ?) good employee fitness.  It is very good 

that we now require new hires to pass the PEB, but we should progress to a program where all 

rangers should pass every year. 

To me this falls under emergency management, and separating it out just adds more bureaucracy 

and paperwork, while not actually keeping people safer 

No 

We talk safety and have made great strides in my view.  We sometimes allow tradition to weigh 

above officer/employee safety.  We need to be more progressive.  Tradition is important but as 

an LE division we need to provide to strive to go beyond and provide our employees with the 

best training, equipment, and policy to conduct their jobs safely. 

Doing ""more with less"" is having a significant impact on our workforce.  We need to be 

comfortable saying we are going to do ""less with less"".  The agency has difficulty prioritizing 

and does not seem to have the ability to say we aren't going to do these activities anymore, 

instead every division takes their ""blanket cut at a certain percentage"" and we all get by, but we 

have not identified priorities and eliminated those things that are not sustainable any more given 

the poor fiscal climate 

It is proven with a healthy work force, more productive work is accomplished.  Visitors and 

employees have a right to a safe environment. 

The housing is unsafe full of vermin and mold 

Employee safety is of the utmost importance.  The saving of human life will take precedence 

over all other management actions... 

This is important for LE Rangers but more relevant to supervisors and managers. 

Is this a managerial task, or all employee? 
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I was glad to see that we adopted a version of the U.S. Coast Guard Operational Risk 

Management as part of our visitor and employee health and safety program.  However, the 

principles of Operational Leadership need to be practiced by and preached from every employee, 

and GAR Model results need to guide upper management decisions on program management and 

budget support as well as for field-level emergency operations. 

Same as above......Every park seems to be understaffed and the situation is getting worst each 

day. 

Employee health and safety is not even thought of when it comes to it at my park. We are always 

working by ourselves at night and are short staffed. Now with sequestration we are loosing 

people and it is making it hard to deal with not having that extra person to help cover shifts. We 

are getting tired and stress out dealing with less help but doing more. 

Health will remain unimportant until you start requiring at least a minimum fitness standard.  

The eyesight and hearing requirements are too stringent; we don't need super-human sight  or 

hearing that is better than what the Marshall Service or Secret Service requires. 

There is a lot of lip service to operational leadership and not enough implementation. 

The NPS needs to look into what it allows a safe for the public and staff, for example allowing 

large numbers of visitors into areas with minimal emergency responders or allowing alcohol or 

nudity that leads to crimes and resource degradation. 

We need to protect our agency, our government, the visitor and ourselves.  It takes years of 

experience and training to develop this skill. 

A SAFETY OFFICER SITTING IN THE OFFICE ALL DAY, FORWARDING HEALTH AND 

SAFETY E-MAILS, IS NOT COST EFFECTIVE, OR PRODUCTIVE 

It's important rangers maintain health and safety through exercise and vigilance in their position 

as law enforcement. We can not be helpful to others if we can't take care of ourselves. 

application of this knowledge, principles, and policy is what will take me through to retirement 

while helping others along the way. 

I think we are doing a very good job in our park with it - having implemented the operational 

leadership program. 
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I have heard that our protection operations supervisor challenged an employee who said she felt 

that vehicle stops should be done with another ranger in the area and not by herself. He said 

""I've done it a hundred times!"" Highly concerning. 

I sit behind the desk a lot these days, however I and my staff owe it to each other and the visitors 

we serve to be in good physical condition.  Employee Safety. Employee Health. Visitor Safety. 

and Visitor Health.  The most difficult one to advance may be Visitor Health.  All very important 

in developing Preventative SAR programs. 

Regarding Employee Health, the agency could augment it's own awareness of the cumulative 

long term impact that LE & Emergency Services has on employees. 

It seems that we always say that ""Safety is our number one priority"" but once a cost is 

associated, then that becomes a very untrue statement. 

At a place that has very high summer temps with no shade, Rangers need external carriers so 

when they have the opportunity to shed the body armor they can cool their core temps down. 

This is more of a management role.  They are paid to create the policies and the environment we 

work in and the public visits.  We are charged with understanding the bounds of what is 

acceptable. 

Recognizing risk and ensuirng that potential issues are addressed in permits is an integral part of 

the permitting process. Also record keeping and reporting for the  rangers 

Often one division sets policy in an area that effects a wide variety of stakeholders and values. 

I.E natural resource division closing entire beaches without looking into other values effected 

like the fishing economy which is directly related to hotels, restaurants, fuel, etc. 

This category is important for business or government agency to thrive. I see big issues with new 

hired personnel that don't understand what negative impact there is when employees are hurt. 

OWPC is horrible institution and needs to be revamped from the ground up. 

I am a Collateral Duty Safety Officer, therefore Visitor and Employee Safety is very important to 

the position I am currently in. 

The remoteness of this unit requires that we are extrememly diligent understanding and 

mitigating risk while on patrols. 
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I have just recently been injured on the job.  OWCP is by far the most frustrating process I have 

ever been involved with.  To make matters more frustrating, I have had very little support form 

the Human Resources office to help me with the process. 

I view this as our primary purpose of LE activity. The General Authorities Act states that LE 

should focus in order on visitor safety, resource protection, and government property. 

Limited staff levels re. LE Rangers 

These are the things we do on a day to day basis with little thoght to the subject. 

Staffing levels again decrease our effectiveness in this area. 

Important and maybe not given the attention it needs 

Our park is large but not in a remote area. We have immediate ALS medical response from our 

local fire departments. We are wasting great amounts of money and time training and 

maintaining EMT level certifications when First Responder certification would more than cover 

any medical responses that Rangers do. 

Physical training time at work is essential for LE staff. However, many parks lack the resources 

to have a safe/sanitary gym.  Funds should be allocated to parks from WASO to be used 

specifically for health/safety purposes. 

Rangers are often the first on scene during employee and visitor health related incidents.  

Rangers often have multiple certifications to achieve these functions.  Position descriptions 

require rangers to complete these duties, however education to maintain certifications is often 

difficult for rangers to obtain.  Also, the NPS should foster a program that pays for rangers to 

obtain advanced training (i.e. EMT certifications, paramedic certifications, etc.) 

With out proper staffing levels in the field we are over worked which degrades our home life and 

safety in the field. Less office staff!!!! Less bureaucratic crap to bog us down and keep us from 

the field!!!!! We spend more time justifying our jobs and training to be ""safe"" than doing them. 

We sit in Operational Leadership classes and learn about ""Circadian Rhythms"" but when we 

tell out supervisors officers are falling asleep due to the constantly changing, purposely random 

schedule, does anything change? 

n/a 
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Standards have been met that keep our Park population just moments away from advanced 

emergency care. My peers in this are well trained. 

I believe GRSM is doing a pretty good job regarding this effort 

Other divisions should take on a more proactive safety and preventive EMS roles in the 

education of visitors. 

It is important for V&RP staff especially in small parks where the Chief Ranger wears many hats 

and is also the CDSO. 

In med to small parks PRs need to take the lead on this. 

I am a trainer in various aspects of LE, SAR, and EMS. I am very concerned with employee and 

visitor safety. However, training it is a collateral duty. 

I am a Fitness Coordinator and taken on the responsibility of promoting and wellness among 

Park  employees. 

This area is important to protect our workforce and identify  hazards to the visitors that can be 

corrected. 

Limited budgets have increased staff shifts in exhausting work duties.  Safety is being 

compromised to extend visitor services on a limited budget. 

see 6 

This should be important to every NPS employee! Not just LEOs 

How well VRP can contribute is totally dependant on local staff. I would say as a whole, we are 

ill-prepared to do this in any programmatic way currently. 

I believe in the Operational leadership Mission from before the OL program was coined. 

Meeting the basics, monthly all employee safety meetings.  Tail gate sessions for each division, 

monthly. 

Safety is our #1 priority, always. 

There is a lot of record keeping and documentation to capture injury information and emergency 

incident statistics, but very little out there to capture the efforts put into preventative SAR and 

incident management and the benefits thereof... A park heavily involved in preventative measure 
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may see few incidents, but are just as busy as parks involved in a heavy concentration of 

emergency responses. 

We have almost 1000 volunteers who work largely independently 

With the advent of Operational Leadership (OL), we have a strong viable resources to change the 

way we think about safety.  It's difficult because you are trying to change the culture of safety.  

Enhanced active support by leadership would be a positive step.  For instance, how many 

regional directors, and WASO supervisors have taken the basic 16 hour class.  They should have 

been the very first trained instead of the very last or not at all. 

Employee health is talked about by management, but little if anything is actually done to enhance 

employee health. 

Same as comment in #2. 

Supervisory span of control is sometimes higher than one would like to see. 

Again, right up there in importance.  I am ultimately responsible for employee safety as well as 

visitor safety. My staff knows that safety is my number one priority. 

Sometimes I believe this gets taken a bit overboard.  We used to get emails from our safety 

officer about Christmas lights and frying turkeys.  Not exactly that important news for such a 

high paying job. 

Even with Operational Leadership, safety is not taken seriously in the NPS. Lip service. An 

instructor and Division supervisor is one of our main violators of OL before and after training 

and always pushing us to do unsafe acts. Macho behavior is still the norm. Employees are 

embarrassed to question safety but we attempt to. 

Full-time NPS firefighters have to pass ONE fitness test: the Pack Test, and are given FIVE 

hours of on-the-clock PT time.  Rangers, on the other hand, have to pass TWO fitness tests: the 

PEB and the Pack Test, and yet are only allowed THREE hours of PT time.  Call me cynical, but 

isn't this just a little twisted?  Rangers should be given FIVE hours of on-the-clock PT time every 

week, that's an hour a day.  Science has proven over and over and over again that fit, healthy 

employees get injured less, typically have a more positive outlook, and will contribute more to 

the agency's mission.  Given the physical demands of rangering, five hours is more than 

reasonable.  Also, PASSING the PEB should be mandatory, not just participating in it.  I will 
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spare you readers my normal two-day-long diatribe on how ridiculous a concept it is that rangers 

must PASS the PEB in order to get into FLETC, but after that, we must only participate in it.  I 

cannot begin to fathom how utterly pathetic and for that matter, embarrassing it is that our 

agency FAILS to enforce a fitness standard for its rangers.  Fix this and fix this NOW, please.  

All rangers should have to PASS their ""heinously-difficult"" PEB, or be given an ultimatum to 

""get fit, or get out. 

See above, however, I do not see this as a priority for park level management and above. 

Consequently, this attitude transfers down to the field level and makes daily and long term 

management difficult. 

Other divisions need to get on board. 

Our park has worked to support Operational Leadership courses to meet the required mandates.  

There is always room for improvement though.   One of the most dangerous jobs that the ranger 

division performs at our park is cutting hazard trees from the river.  Management expects this 

task to be performed readily, however, the huge safety issues continue to be glaring.  Most of our 

park's users experience our park by river; keeping the river safe by removing blockages is a 

continued practice encouraged by concessions and for the safety of the visitor.  Management of 

this practice is very complicated and the skill is very dangerous but it is necessary.  The rangers 

know that cutting the trees from the river is necessary to prevent accidental drowings or people 

from swamping their boats.  Management should give more time and attention to one of the most 

dangerous jobs that the rangers perform at this park and help find a safer solution for the rangers 

and for the visitors. 

Our job is 100% about safety.  The majority of what we do is safety focused.  Yet, for some 

reason, the agency insists that ""safety"" is not focused on enough in training.  The agency's 

concept of safety has more to do with statistics than it does with the true issues that cause 

mishaps, the failure to master the skill that you are applying.  I was lowered 3200 feet down a 

rock face to rescue an injured rock climber the other day.  All of the training that was done to 

enable that rescue was safety based training.  At the same time, I believe that the operation that I 

work for has a good safety record primarily due to the high quality personnel that work here.  

The agency does not actually support maintenance of the skills necessary to remain safe at the 

appropriate level.  Most of the employees involved in complex operations invest large amounts 
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of personal time and effort to maintain the skills necessary to succeed and survive.  It is 

unacceptable that the agency does not do a better job of maintaining and developing these skills 

on work time.  As these are the skills that actually save our own lives, not the 30 minute 

discussions about backing cars so we can prevent putting superficial dings in our bumpers. 

I deal with numerous motor vehicle accidents throughout the week where the usual outcome are 

visitors hurt and needed transport. I wish we were able to advance out EMT skills or have other 

members of my team have their EMT certification. 

very important as i provide administrative assistance to both OPH and ORM, also reflects the 

second part of the NPS mission (providing for visitor enjoyment) 

We spend a lot of time and effort on Visitor Safety and only deal with employee health and 

safety when it is convenient or will not cost money. 

I answer a lot of questions about safety in the park, particularly relative to bears, and am also an 

EMT 

We give this lip service to show on paper we are doing a ""wonderful job"".  Needs to be more 

on the ground and less on paper. 

I am a supervisor, again, more of a journeyman or advanced comp. 

I am the park's CDSO 

AWS are still not considered. Little regard is given to employee well being and appreciation 

There are not enough resources (staff and funding) to fully implement a safety and health 

program. 

Employee Health and Safety should not be compromised in regards to Visitor safety 

While everyone talks about safety being a high priority, we see very little in the way of training, 

especially our collateral duty safety officers 

It would be nice to see a pre employment polygraph done on all new Ranger candidates to screen 

out mentally unstable applicants who ultimately are not suited for Law Enforcement positions. 
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I'm beginning to feel that my answers are going to be dismissed, his survey appears to be linked 

directly to someones doctorate program.  I have not seen anyone ask the true questions... Why 

are we (Rangers) among the most assaulted law enforcement professions in the country? 

no 

The NPS needs to have a real mandatory physical fitness program.  Our rangers are fat pigs who 

have very few field / outdoor skills 

At my level I control only on the spot corrections and reactive responses to Healthy and safety. 

Proactive responses can be done but smaller scale and if needed brought up the chain of 

command. 

More diverse training options for OL would be nice.  Perhaps some web based training. 

Continue and strive to ensure all NPS employees with in VRP are getting quality risk 

management training. 

As an LE it is extremely important for officer/invsetigators to maintain their fitness.  Leading a 

healthy lifestyle including eating right and fitness helps maintain an overall healthier workforce, 

less sick days, injuries, to potentially clearer thinking on the job.  Though it may seem like 

common sense, there needs to be more promotion/incentive for the workforce to do well on the 

PEB or in general to maintain good fitness. Whether it may be a time off award for most 

improved fitness or of participants surpassing the 25% mark such as 75-99% may help.  

Understanding that the employee needs to buy off on the importance of fitness to their jobs 

whether it is directly related to LE skills or colateral duties etc. 

Many regulations have a safety component. 

I love the monthly challenges we receive for exercises that we can perform while we are at work. 

I work for two parks.  One park does not seem to take employee health and safety seriously.  

Employee health and safety is very obviously not a priority for that park. 

Being healthy is important to me and the park has made exercise equipment available for us to 

use.  I don't feel that all employees participate and take care of themselves as they should, but 

you can't make people be healthy, they have to take the first step. 
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My park is trying to make a commitment to buying proper PPE for employees, but there is not 

enough money for all of our needs. Employees still lack training, and have too short a season to 

get proper training. there are not enough permanents to lead all the training that needs to be 

accomplished. 

We have been proactive in establishing standard operating procedures for safety and wellness. 

Health and wellness program is active and protection staff take fitness as a lifestyle. PEB scores 

reflect that. 

Yes. 

Responding to site specific emergencies that do not require a incident command response is 

important.  The public health program, risk management, and the safety program routinely 

respond to day to day incidents without much fan fare.  Without these programs the park service 

would be in very serious trouble.  I have enjoyed working with these professionals. 

I believe that the service has developed a strong health and safety program. One off shoot of this 

is robust reporting that tends to make the organization as a whole prone to accidents. 

Aviation safety is a major component as is travel in wilderness and the appropriate skills to work 

in a harsh environment. 

Visitor protection has become less important than resource protection 

No. 

It is critical that the facilities, roads and trails be managed to provide for the visitor and employee 

health and safety. 

I think this is a topic that we can improve on, but it is one that I see as very important to the 

future of the NPS and its work force. 

This is the number one priority to the park and its staff followed by resource protection. 

I am the park safety officer (collateral duty), and as such, do have an invested stake in safety 

practices. 

I feel I have no direct control over this type of management, however it does directly affect the 

performance and direction of those in my position. 
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Right now, my office is full of black mold.  No one is doing anything about it.  Perhaps this area 

needs some work.  Also, my patrol vehicle has bald tires and bad breaks, but I can not repair it 

because of end of year budgeting and possible gov. shut down. 

We should promote individual responsibility for safety.  Wilderness: people need an awareness 

of the risk, and not a false assumption that we will come in and save them, enjoying the 

Wilderness along with the risk of backcountry travel. 

no 

Lipservice only.  We talk the talk to our people, but due to other deficiancies listed above, 

management/supervisors are simply NOT able to encourage days off, adequit downtime, or the 

suposedly manditory option for 3 PT sessions per week.  We can't encourage our people to do 

such things when they already aren't able to meet the core essential LE coverage goals outlined 

due to recent cutbacks and our brand new collosally inefficient IMARS system. 

NO 

No 

High crime area that needs more enforcement officers 

I don't have a lot of direct connection to this competency in my daily responsibilities but I am a 

big champion of promoting health and wellness support/incentives for the NPS workplace. 

I also serve as the park's Safety Officer 

I believe the NPS has made great strides in providing a safer working environment for it's 

employees.  However, some policies put directions on us, then with cuts in staffing in funding, as 

supervisors and managers we find ourselves always balancing a fine line between achieving the 

results required of our job, and meeting those directives.  An example is the travel limitations on 

a given work day.  Due to budget cuts and staffing erosion, many of our employees are 

frequently stretching the mandates of that travel policy, so that they can follow up on their work 

on travel, but not incur any more costs, or they are doing things like sleeping in their vehicles, 

etc. to avoid additional costs. 

Minimal support from those in charge. 
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We have a very active safety program at the park and have safety meetings once a month in all 

districts and at headquarters. We encourage all staff to report safety concerns or safety hazards 

immediately. We mitigate safety hazards that will affect the visitors also. We have trained about 

98% of our staff in Operational Leadership and encourage staff to use the GAR or SPE model 

from the training prior to embarking on incidents. 

I don't know what more can be done to educate visitors.  Some of them stubbornly defy safe 

behavioral practices.  Wildland fire employees focus on safety through training, a daily ""Six 

Minutes for Safety"", use of PPE, and After Action Reviews (AARs).  In a job with inherent 

risks, I think we prioritize safety very well. 

N/A 

Many of us are very proactive when it comes to managing risk in our daily mission, however, we 

frequently sacrifice our own happiness in getting the job done. During our summer season, I 

frequently work every day of the week in some capacity, and respond after hours all the time to 

emergencies. My colleagues and I are committed to our jobs, so we do what it takes without 

complaint, but it definitely takes its toll on our mental health and our family's happiness. I would 

love to see our attitudes shift in this regard, much like we have shifted our culture of assuming 

risk - The job is not worth sacrificing our personal life for. Yet we are frequently expected to do 

exactly that (example: vacation time is denied due to busy season; or, you live in the park next to 

the office, so you are asked to come in to work on off-days to address little things). 

Have more in house health fairs. 

Safety is of utmost importance in everything we do. 

See #6 above. 

The number of informational videos I had to watch about office workplace ergonomics and 

blood-borne pathogens, among others, was annoying and frustrating. 

I am a collateral duty safety officer for two parks. The subject of safety is very broad-reaching 

and the online training offered for this ""collateral duty"" is extremely specific and sometimes 

trivial. Online training is not appropriate for something as important as being designated as a 

safety officer when it covers such a broad spectrum of subjects. It is too easy to be overwhelmed 

and there is little direction given to narrow what exactly it means to be the collateral duty safety 
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officer at two small parks. There are so many safety e-mails sent out, it is hard to keep up with 

but there is no real direction. 

Many times there is a knee jerk reaction and implement new policies that have anything to do 

with the problem. 

If noticed this area to be a ""check the box"" component. Risk management is conducted but 

budget usually determines what safety issues are mitigated or simply ignored. 

Without healthy employees the work doesn't get done. 

no 

The job is physically, emotionally, and mentally demanding. Working out regularly helps me 

stay healthy in all three areas, along with regular training, a healthy home-life and having a 

mind-set of being safe day in and day out, as well. If visitors aren't safe, that increases the risks 

that I will be hurt because I then have to attempt to help them or remedy the situation. So, from 

all vantage points, health and safety is vitally important. 

I'm sure it's important (extremely important) but let someone else (higher pay grade) do this 

Safe practices and health and wellness are an essential part of the duties related to my position. 

However, no specific emphasis is placed upon these concepts toward the goals stated above. 

MORA needs to apply OL and use this principal to look at the ""way we have always done it""... 

Other than a tangential nexus to addressing safety hazards to the public, this is not something 

that should be associated as a responsibility of law enforcement rangers.  When you muddy the 

waters with job descriptions or collateral duties like this it only serves to increase the confusions 

about what our job really is. 

This is important, OL instructor, but the culture hurts itself when we dont practice what we 

preach as an agency. For example the western regions are functioning with OL and you can see 

the culture is changing. The SER is still young and upper management is stiffly resistant. 

While Operational Leadership has given news ways to look at, measure and define risk in 

operations, I don't think that my division (VRP) is necessarily as tied in to overall park safety 

plans as we could be. 
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As an authority for managing life safety I must have knowledge in employee health and safety as 

it applies to safety of visitors and employees. 

No point in having a park if there's no human factor. 

Coordination with other agencies and partners is key to accomplishing this part of the mission. 

  



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 323  ~  

 Use Navigation Pane to move about electronic document   

Is there anything further you would like to tell us about Leadership? 

 

NOTE:  All responses are recorded verbatim. 

 

Through staff cuts I don't really have anyone to work with anymore. I enjoyed providing 

leadership at one point, but now I don't have anyone to lead. 

When Rangers get promoted to supervisory positions there is no training involved.  It is not even 

recognized in any formal way.  One day you aren't a supervisor and the next you are.  There are 

too many managers that don't know how to lead people. I think there should be training and a 

formal process for promotions that people complete. 

Leadership is still lacking in the NPS. I worked for years without direct leadership.  There needs 

to be a better system of accoutability. The military has a clear chain of command. Every police 

department has a clear chain of command starting with the sargent, then lieutenant 2nd lieutenant 

and so on. I made rank in the NPS to make a possitive change. After I was promoted to 

supervisor I had to find my own supervisor/leadership training. The NPS has to have a 

comprehensive training program for new supervisors. 

Leadership is everything in fire management.  Without leadership we flounder about. 

Oh god why dont we train our leaders ? We are falling down here big time. 

I would like to see more leadership in the Park Service, however I would like to see more people 

put into leadership roles that care about the people and the park service not their high three. 

Probably the most important area, NPS lacks in this area.  This agency can't prioritize and make 

decisions.  Left to their own devices each division, resource area, park unit goes uninhibited on 

their own way pushed by the strongest personality for good or bad. We spend a lot of money and 

resources on programs that have nothing to do with the NPS mission while ignoring key mission 

areas. This is further emphasized when budgets decline like now, and there is no leadership 

getting back to core mission. 

I feel like there should be more done within the seasonal ranks to recruit, keep, and train leaders 

in the NPS. 

LE leadership is lacking as LE continues to be under non-LE supervision/direction. 
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law Enforcement personnel need to be good at dealing with other individuals and guiding 

individuals on the right path. 

Out of all of the parks I have worked this park has the least amount of leadership. 

Poorly done in the NPS. Operational Leadership is a weak step in the right direction. 

Unfortunately it is taught by well meaning desk jockeys seeking a résumé stuffer 

Comes in all shapes and sizes - and grade levels. 

Leadership training has been extremely difficult to come by with reduced budgets/restricted 

travel, but is essential to current and future leaders. 

Poor leadership and knowledge of upper mangement to the basic principles of law enforcement 

and a wiliingness to fold under political pressure within the current structure of the Law 

Enforcement organization within the NPS, has caused a moral and retention situation within the 

parks that has jeopardized safety and cause good employees to loose effectiveness. 

There is a true lack of leadership in this agency. The best staff stay in the field and those that 

promote are poor supervisors and managers. They want to control but have no supervision 

abilities.  They are there for their own ego. Many of them are not tolerant of diversity 

Leading by example and making courageous decisions to promote positive change are 

characteristics which are valued by the people you supervise. 

The NPS is lacking in current professional middle management LEO leaders. No matter how 

much leadership training a person has, sometimes they should not be in a supervisory role. The 

NPS needs to re-think the ways they hire NPS LEO'S in general. Make it similar to the Park 

Police. Better quality control from the beginning will mean better leaders down the road. 

We need to make leadership training opportunities a priority, regardless of money. 

I feel there is a breakdown in leadership especially in accountability. 

I am a non-supervisory employee.  I have no leadership role in the agency.  Ironically, the 

supervisors in this agency seem to lack leadership ability.  Management is one thing, leadership 

is another. 

Although not directly supervising LE employees, providing everyday leadership is essential to 

work force. 
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In all my years I can count the number of good leaders I have had in the service on one hand. 

Leaders/Supervisors become ineffective when their morale goes down after years of working in 

an agency that does not support people before it's mission. 

Leadership and Supervision are different.  Business acumen should be saved for traits of a good 

supervisor.  Leaders should not be concerned with business judgments and quick business 

decisions 

Leadership defines my departments accomplishments. 

This topic gets a lot of discussion, but very little productive and effective training and/or skills 

development results.  This lack of leadership is not limited to just the law enforcement division. 

Are you talking about management or leadership.  These terms are not interchangeable and are 

not the same.  Just because you are in a management position does not make you a leader. 

Experience very poor leadership from managers. 

I believe that in this line of work, you should be able to be a leader, or take direction when the 

situation calls for it. Everyone has different strengths and weaknesses, and everyone needs to 

admit their weaknesses. On the other hand, micro-management is something that needs to be 

controlled. There is no need for it, and it only lends to co-workers becoming frustrated and less 

productive team members. 

The NPS doesn't have a clear path for training in this area.  This is probably one of the most 

important competencies and there isn't a standardized training for employee's to engage in. 

We have very few leaders in the NPS we have managers of programs.  When a Supervisor has no 

idea when an employees step increase is then we have a manager of a program and not a leader.. 

This is not a business we are a SERVICE. 

Leadership"" is extremely important in any organization, although people tend to get hired in 

leadership positions because they were a good Ranger or Agent, not because they have good 

leadership skills.  This leads to managers in the LES division that are ineffective in their 

positions because they tend to be either micro managers or not enough support with their 

subordinates. Leadership positions need to be held by folks who have demonstrated 

""leadership"" skill 
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New leadership is needed in the National Park Service. For too long has there been a 

overwhelming existence of ""old-school"" policy and mentalities. Get with the program; hire 

folks who are supportive of the daily FIELD operation and mission of the park. 

There is no NPS-wide mentoring or leadership program.  In fact, the only training we put our 

leaders through is the school of hard knocks.  Our model is to take stellar field rangers and put 

them in offices.  That person with that environment doesn't do well.  The USFS has a ""personal 

develop plan"" for each employee.  I've never heard or seen anything like that from the NPS.  

The NWCG has developed the L-180, L-280, L-380, L-480 class series.  We have to look outside 

the NPS for any relevant leadership training. 

In my 20 + years in the NPS I have seen very little leadership.  There is no clear path to 

advancement nor is their education or mentoring in the process. 

The NPS VR&P need to work harder to develop leaders not just supervisors.  Mentoring and 

leadership development should be a top priority. 

Unfortunately another underutilized area, where attending leadership training should be 

encouraged as many supervisors are not effective (or even good) leaders...but that might be more 

than just a leadership issue! 

Because rangers are in positions that hold serious consequences of life/death, fines/jail time, 

irreversible resource degradation, people look to rangers as leaders. Without good leadership 

skills (and training), many opportunities for improvement are/could be wasted. 

There is a general lack of leaders, mostly because we don't train people to be leaders. We 

promote people into leadership roles, fail to train them for the mission and they end up just 

making s#$* up as a fall back for not having the leadership skills or training. Look at the level of 

OPR complaints that are a supervisory issue that the supervisor has failed to supervise. 

We need to focus on consistency. 

we need better intake assessments to gauge who our leaders should be and place them on a career 

process that builds them up to achieve specific levels. There are still too many persons in critical 

leadership roles that are not leading and who should probably not be in the positions they are. 

There needs to be a ""fail out"" mechanism for those that are not worthy. 

No 
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I find leadership to be very important to an effective goal strategy for a division and a park. This 

outlines what is viewed as important and the standard to which this work is performed. I believe 

strong leadership and commitment to high standards transcends throughout a division and keeps 

everyone on the same page. 

I would like to see an official process to promote Rangers such as oral boards, and testing. 

Instead of promoting Rangers who are friends with superiors. 

Great leadership includes building coalitions with other agencies and defining a clear goal for 

members of the group. 

Leadership is critical to safe and successful completion of VRP goals within my park 

The type of leadership that is essential for VRP/LE Rangers to survive, and thrive in the various 

emergency environments we work in, is not necessarily the type that works well in compliance 

meetings and management team meetings.  Quick decision making and forward movement is 

essential for emergency management.  From my experience in three different acting Chief 

Ranger assignments, this was one of the toughest things in leadership.  The torment of sitting 

through a meeting only to realize that all of the topics from the last meeting in the same place 

and same subject are the same, and there is no movement on any of the issues, no accountability 

for a failure to achieve the results that were promised at the last meeting, and that meeting you 

are sitting at is again not going to accomplish anything, other than taking up an entire day of the 

management team to check the box that we care about the folks in an outlaying station - yet not 

really as we failed to hold folks accountable for the lack of results.      For those LE Rangers 

interested in the administrative end of running a program, I would like a program, series of 

classes that teach us to operate in a world where immediate decisions are not necessary, everyone 

has their say, no matter how convoluted, and off topic.    I found that cultivating at least one or 

two folks in other divisions helpful - as I could have them sketch out the broad brushes of what 

they were trying to resolve or accomplish, and ask questions based on my knowledge of how 

management decisions affected the operation in the field. As I cultivated those folks, they also 

got a glimpse of why LE Rangers behave and think the way that they do.  What I have not 

resolved is how to ensure LE is involved at the right juncture without going through every single 

meeting and risking that the LE Ranger becomes disinterested in the process, shuts down, and 

misses the key moment where that LE insight is so valuable.  I was fortunate, that as I learned 
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about all of this I had a supervisor who understood and appreciated how it was difficult to 

reconcile the two worlds, so he spent the time ensuring that I knew how much my participation 

meant to him, and that those insight were valuable to the group and or team. He also worked to 

demonstrate that LE is an important piece of the mission by not allowing a meeting to go 

forward without the Chief Ranger. 

Misunderstanding within the NPS that leadership is not related or tied directly to a GS level. 

Quit promoting stupidity. Develop a set of standards used to recruit, retain and evaluate effective 

leaders. Cut loose the dead weight and quit loosing good people we train to other agencies. 

The NPS does a much better job at training/recruiting middle and upper level leaders than at the 

field and lower levels. 

No 

Their is a difference between leaders and managers.  I see more managers than leaders working 

for the National Park Service. It is difficult to transition from working for a true leader who can 

get the mission complete while taking care of his/her people to a manager who is strictly in a 

position of management for the money and does not take care of his/her people. 

Too often some of our leaders are driven by how their leadership benefits them, rather than the 

organization, resource, or subordinates.  It would be nice to see our leaders focus on the 

professional development of their co-workers in addition to themselves. 

not a good environment for demonstrating leadership 

I feel this is very important but it is non-existant here. 

No 

The lack of good leadership and training for future leaders is a detriment to the agency. 

lacking 

Quality leadership that leads by example is lacking throughout the VRP from Type I to Type II 

commission and from GS-05 to GS-15 
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Leadership within a public agency is quite different than at a business.  Equating the two does a 

dis-service to public employees.  Many principles are similar, but there are very important 

differences as well. 

I feel like all divisions should go through leadership training (and take it seriously). Wildland fire 

has leadership training courses that are required before you can move up in positions. This 

should be the same elsewhere. We sometimes get people in leadership roles that have NO 

leadership skills. Also, the training should be someone outside of the NPS because it will be 

done with a different focus and perhaps more fun. Think outside the box. Having leadership 

training is one of my biggest concerns in the NPS. 

I am a supervisory ranger. 

Some park specific leadership courses that are required to fire staff is some times already below 

what they have taken already is it possible to substitute those park required courses with current 

fire Leadership courses. 

This agency suffers from a severe lack of superviosry and leadership training opportunities and 

has no overall plan for training leaders 

Supervisors need training.  They get promoted because they have done the job for x amount of 

time and they are willing to stay at the park.  Longevity with a given park is the driving force for 

promotions.  It seems to little thought is given to their actual ability or desire to lead. 

I read somewhere that law enforcement stress comes more often from management than from 

gory or dangerous calls.  I find this to be accurate.  Working under a good leader or group of 

leaders makes all the difference.  I think it's also important for all of us to take responsibility and 

be leaders ourselves.  I just took a Below 100 Instructor course and now know that everyone can 

encourage their peers for good. 

There is no leadership in the NPS.  At least not in the Ranger division.  Having come from the 

military and prior law enforcement, I can say with confidence that few Rangers have the ability 

to lead.    The Field Training Program has power-hunger, unethical Rangers that are only in the 

position to fail trainees.  Why on earth do we spend hundreds of thousands of dollars on rangers 

for years PRIOR to FLETC/FTEP only to force them to quickly learn ONE park's way of doing 

things.  And then force them to ignore FLETC/FTEP instrucion once they are at their home park.  
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I could spend days upon days on how ture leadership is absent in the NPS.    The NPS needs to 

consider this for its law enforcement leadership: PROMOTION LISTS.  You don't make the list, 

you are not eligible to apply.  There are LE supervisors at this park that are completely inept 

when it comes to application of law.  One sits at home all day, and nothing gets done about it.  

Each NPS unit is run by people like its their own personal fiefdom. 

In my opinion, it is one of the reasons they combined the Wilderness Coordinator (WC) position 

with a District Ranger, so that it would give the WC more of a leadership role. 

It is often lacking where I work. 

Sadly, it doesn't exist.  I've spoken with over 15 rangers from different parks and they all say the 

same thing.  We are tired of the lack of leadership in the NPS!  Too much political correctness 

and not enough leaders that will stand up and fight for the field rangers. There are to many chief 

rangers that shouldn't be in those positions. They gotta go! 

I feel that leadership opportunities are minimal for field-level rangers. 

I do believe because we believe in the park mission that we are good leaders in the field and with 

co-workers.  On the admin side sometimes we are lacking. 

This happens above my level. 

We seem to be an agency with a very low level of leadership.  Leaders are often frustrated by 

being held back by bureaucracy and allowing support organizations (finance, personnel and 

admin) ""wag the dog"".  Change in the NPS is nearly impossible.  Frustrated leaders leave the 

NPS and shine in organizations that allow leaders to blossom. 

Leadership is paramount however I do not feel that we have adequate leadership for this type of 

operation in this large of a Park. 

N/A 

We have very little or none of this throughout the agency. There are some but not enough. We 

need to get rid of the old way of thinking. 

A critical skill, but lacking in many regards throughout our organization. There are many out 

there trying to lead or implement change, but it frequently does not involve park operations so a 

disconnect develops. Park missions and park operations often suffer because the implementation 
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of change is outside the parameters of what parks are set aside for leaving visitors and employees 

looking for answers and understanding with little feedback or responsiveness. 

Personal Leadership is very important in the NPS.  I disagree with how supervisors are hired in 

the NPS without many leadership qualities.  Leadership should be earned and our supervisors 

need to be held accountable to the same level as they hold the field staff.  Field staff should be 

able to do annual reviews of their supervisors. 

Leadership is a core for all.  I feel we are not trained on a line level for this, even though we are 

looked at to be leaders in emergency situations. 

The NPS does not have Leaders!  We as an agency have ""managers"" that fall into several slots: 

1. a great field ranger, but a lousy manager with no mentor to look towards, 2. Bean counting, 

anal bureaucrats who can plan and work the books, but have NO PEOPLE SKILLS, 3. The I am 

the Boss and you Will respect me manager.  All of these outright suck.  They create a hostile 

work force and the field does not want to use the complaint system that is in place for fear of 

revenge.  If you speak up you become the focus of attention. 

With leadership in my current position we are able to maintain a very controled environment 

Current supervisor 

As a Field Supervisor, I am in a 24/7 front line Leadership position. 

An organization is only as good as its leaders. 

I think there is a massive deficit of leadership in the executive branch at this time... exemplified 

by the President who established a red line in Syria and then blinked innumerable times until 

forced into a corner by real world events... I believe that generally, in the federal government of 

2013, true leadership does not exist. We have managers, not leaders. Leadership requires 

strength, purpose, resolve, you must be strong enough to be open to critique and resentment, 

strong enough to change your views when relevant and be an inspiration to others. What I see is 

sycophancy, venal behavior and bureaucracy that rewards the kiss ass and punishes the 

independent thinker. 

I'm a GL-9 the NPS needs to understand and respect this. I have WAY MORE responsibility and 

WAY LESS pay than any other LEO in federal service. It's supposed to be the national park 

SERVICE not the national park of indentured servitude. Other 0025's get paid to ""lead"" earn it! 
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We have poor leadership.  We promote screw ups and people we like rather than sound 

operational leaders!!! 

Leadership is important for every position! 

It is difficult at best to implement change within the NPS due to the extremely antiquated 

mentality of most management positions. As this agency is not a law enforcement agency, there 

are too many who do not want to make changes within the law enforcement division that would 

improve the division and change the mentality of how the law enforcement officers are viewed. 

The changing world/environment that the law enforcement must constantly deal with while 

making contacts will only continue to pose an increased threat to our officers. 

Leadership from supervisors seems to be lacking in many parks.  Often there is little in the way 

coordination for a goal/direction, and very little in the way of leading by example. 

Leadership is key and yet still the supervision and follow through by many supervisors in the 

NPS are poor.  No backing from Region if there is an issue that needs to be addressed. 

When anything happens that is outside someone else's PD, we are called upon. We are by default 

required to provide leadership in many different aspects of our daily jobs. I would like to think 

getting into the field requires the personality of leadership. Leadership training should be 

available. 

Everyone is a leader. We all lead those who we have influence over. Rangers that think they do 

not lead or want to lead, are mistaken and should be fostered to become leaders. Type A 

outgoing people are the type we attract into the Ranger Ranks. Well, we attract all kinds into the 

ranks but the ones that are successful are the outgoing type. We must manage our future leaders 

and cultivate them. Upward mobility? Opportunity for advancement? Bottle necked at the GS-09 

level? We need a higher journeyman position or create more supervisor/leader positions. 

The NPS does not look for nor desire leaders.  The NPS seeks persons who will say ""yes"" and 

not question.  We need to stop saying yes blindly without saying ""why"" as well. 

Again, this goes back to money and the fact that the NPS law enforcement program is way 

behind other federal land management agencies. Our leadership refuses to see the writing on the 

wall which is, We are losing all our good rangers to other agencies that pay better etc... Other 

federal land management agencies are upgrading their law enforcement officer while the NPS is 
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downgrading their law enforcement officers. That is, positions that used to be GS-13 are now 

GS-12 and so on. Area rangers are stuck at the GS-9 level while U.S. Fish and Wildlife and the 

Bureau of Land Management have upgraded their LEO's to journeymen GS-11's. 

There seems to be a lack of leaders and glut of managers. 

I feel the NPS is horrible at providing leadership skills or promoting based on leadership ability. 

More training and development opportunities are needed. 

Our direct supervisors communicate well with the field staff. Our Chiefs office does not 

communicate well with  field staff. Communication in our park is broken because of this. 

Think that all supervisory positions should be required to attned extensive training on how to 

support their personnel once appointed to supervisory positions. 

We all need effective leadership.  Often times we don't get it, especially at the Superintendent 

level.  If they are really going to be our ultimate supervisor, then they need to have an 

understanding of and respect for LE Rangers.  Many don't have any background and could care 

less.  This trickles down and has serious results for both operations and morale.  A brief 

orientation at FLETC doesn't fix that. 

Leadership applies to all levels, not just district rangers, chief rangers, etc.  LE Rangers are often 

watched and viewed on a daily basis by other divisions as persons with leadership qualities. Lead 

by example! 

It is the responsibility of every employee to be a leader and do what they can to protect the 

agency's mission. 

this is the weakest area I have seen in my NPS experience. 

no non law enforcement ranger should supervise law enforcement, duty superintendent and 

superintendent 

NPS should consider a leadership development program similar to the Army's.  I mostly see 

managers, not leaders. 

Their is no leadership above my 9 grade. We have no direction or guidance on anything. All we 

are told is their is no money now or for the future. The service wants leaders but will not pay for 

us to have any type of useful leadership training that could  be used to get promoted within VRP. 
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Used to be very important, but not in my current position. 

I work at Thomas Edison NHP on weekends there is usually no management on site. I would say 

that Law Enforcement take a leadership role if a incident happen. 

Having good leadership in the LEO program can make a big difference in the quality of the 

rangers and the quality of work that is produced. The NPS seems to have difference in how the 

LEO program should be lead. There needs to be some consistency and the LEO program needs 

to have more of of a Law Enforcement focus and mindset. This needs to be reflected in the type 

of leadership. 

Leadership is not clearly defined in my park and should be more clear. No definite chain of 

command which causes chaos, confusion, and free lancing. 

I am a frontline supervisor but have never received any training in supervision. 

In the occasional chaos of Yosemite Valley, leadership has been critical in my current position 

(and those of everyone around me).  I'm a non-supervisory ranger, but I have been called on 

many times to demonstrate field and incident management leadership, and have learned much 

from the experience.  However, I think this emphasis on leadership is peculiar to the work 

conditions of Yosemite Valley; I have worked at several other parks where leadership was seen 

as wildly unimportant. 

There is so much emphasis placed on this we have no one to follow the leaders.  We are quickly 

becoming an agency of leaders and no followers at all levels.  I rated this high as I am a 

supervisor and leadership is an important part of my position. 

I feel that leadership is a role that I must regularly take in my current position, despite the fact 

that I am not in a management/supervisory position.  This is often the case due to the lack of 

communication and organization between employees and divisions, and one must ""step-up"" to 

get things done.  LE staff is often expected to be defacto leaders for other employees on 

weekends and after hours in the absence of leadership staff that is only available during normal 

business hours.  Field level LE rangers are often expected to serve as supervisors for seasonal 

and volunteer staff, despite not being in a supervisory level role. 
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The NPS is long famous for using the position of you are a permanent employee therefore you 

are capable of being a leader instead of selecting leaders based on the desire, willingness and 

ability to be a leader.  We need to select leaders to be leaders not just make them so. 

Operational Leadership was a good start , especially for those divisions not in tuned with 

assessing risk management on a daily basis....Mandating Fire be part of the OL exercise could 

have been thought out better. 

I think park employees should model the type of behavior and lifestyle that leads to a flourishing 

planet. 

There are some very good leaders in the NPS.  We need to help cultivate these skills with 

mentoring and training opportunities. 

however there seams to be a lack of leadership for the top down. 

Our supervisors are not trained to perform as supervisors.  I have found that it is absolutely 

imperative to have a functional and competent leader in order to have a functional and successful 

team.  If we were stovepiped, it would be easier for leadership to be held accountable. 

no 

PROGRESSIVE Leadership is extremely important.  It is important for leadership to recognize 

it's not the 1920's anymore and must progress with the times and visitation 

Critical to success in this core element is providing the level of support to staff needed to 

adequately accomplish the mission.  Part of that support is clearly defining the goals of the work 

unit and setting benchmarks for working toward attaining those goals. 

There has been an lack of first line supervisor training to understand and apply supervisory 

competency and then build the soft skills of leadership for management positions. 

I'm encouraged by the extended SAR course now available - but leadership training for managers 

of LE programs provided by the NPS is essentially non-existent. 

Very important in the leadership positions . . 

We need to do a better job of developing employees' leadership skills earlier in their careers. 
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This tends to be culture driven and dependent upon what your workforce thinks is important.  

Consistent leadership can have a positive effect but it may be a long term investment. 

Leadership is not Management.  Most managers try to be leaders without the proper training or 

skills. V&RP managers at all levels should be required to attend actual leadership courses on 

leadership, ethics, and communications and how to improve on all of these skills.  Most 

managers consider themselves leaders based on management courses and honor societies.  Most 

managers in V&RP FAIL in the most basic aspects of leadership.   Better communication and 

leadership from management to the field staff will improve morale and overall productivity 

within the V&RP 

I find that the many of those people in leadership positions do not always support pro-active and 

driven individuals in advancing their skills.  I would say that this is very Park specific, and even 

more so Supervisor specific.  I have worked in parks where both are true.  A lot of the same 

""old school"" thinking, been told ""not to think"", etc. 

Leadership as it relates to supervision:  training our younger staff to develop as a leader and 

establishing a process in which we promote the best and brightest through competency based 

testing.  Pick some specific skills that relate such as the managerial writing, work experience, 

critical thinking, etc.. 

We are losing leaders in the VRP divisions. BLM and USFS pay better and such Rangers are 

expected to perform less duties. 

Promote those individuals that will be able to lead. 

We lack in business acumen. 

We need to do more to promote leadership and the attributes of a good leader so when rangers 

are ready for promotions, they already possess many of those skills. Too often we promote for 

the wrong reasons and, thereby, have supervisors and managers who are not good leaders and 

have the wrong leadership values, or no leadership skills at all. This does not promote a healthy 

work environment nor does it promote a team based workforce. 

The agency does a poor job of selecting and training First level supervisors. New supervisors are 

poorly equipped to meet the challenges of supervising sometimes complex and high risk law 

enforcement and all-risk operations. 
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I feel that leadership development and opportunities need more emphasis at all levels. 

If visitor and employee safety is the most important thing we are involved with, then effective 

leadership is the vessel to get you there.  The NPS has been plagued with ineffective leaders for a 

number of years.  We have all heard the stories or experienced first hand what I am referring to.  

The NPS also has some outstanding leaders, occupying both supervisory positions, as well as 

stand alone positions.  The NPS needs to work on identifying good leaders and promoting them 

as well as removing--not promoting--poor ones. 

Leadership determines how successful a program will be in their mission.  Need the ability to 

build, maintain and lead a team and also be part of the team. 

We need good leaders in our Supervisory positions, however, we seem to be lacking. 

Extremely poor leadership in the NPS. Leadership is commonly the last thing that is every 

looked at and is the most important thing that drive a successful program. No training available 

for those going into leadership roles and lack of accountability for those who demonstrate poor 

leadership skills. 

other than our immediate supervisor there is no leadership directed toward our unit.  Leadership 

cares only about the Law Enforcement ranger and nothing about the other support units. 

The leadership that I can provide is limited due to being an operator in the field.  I am not a 

supervisor. 

Good results are the result of good leadership and supervision. We have a history of not always 

hiring the best leaders and we hire those long time employees who have simply been around the 

longest.  I would rather hire a strong, dynamic leader than an average ranger who will maintain 

status quo, even if that dynamic ranger is younger or less experienced.  Good leadership is where 

our future lies. 

We sometimes have poor leaders because good hard working knowledgeable LE Rangers are not 

promoted to leadership roles because they have no interest in the political game those positions 

require. Poorly skilled employees get those jobs b/c they are interested in playing that political 

game. 
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The most underrated least emphasized, but by far the most important component to the agency as 

a whole.  Somewhere along the line we've mistaken good politics for good leadership, and it is 

no surprise that moral is dipping. 

No real required training; there should be. 

No 

I believe there has been a lack of quality leadership training NPS-wide, especially in VRP.  We 

are currently in a poor position for leadership succession as a result, with many upper level 

managers retiring, and no quality, standardized system for preparing lower level employees for 

leadership positions.  I believe we should have specified competencies for leadership positions, 

prerequisites for hire into supervisory/ leadership positions, and a higher level of accountability 

for those who currently occupy those positions. 

The more we can invest in Leadership Programs the better our future will be.  For every dollar 

we invest today, our return on investment will be $5 dollars in the future saved.  For every dollar 

we fail to invest today, it will cost us $5 more in the long run. 

Good leaders utilize their staffs to properly manage operations.  It seems some of our managers 

operate from a vacuum and do not seek input from their division chiefs. 

our chef is terrible she yells are people and makes up rules that make no scene.  She has no 

respect!!! 

There is no process out there that fairly evaluates employees to see if they are ready for 

promotion. I have seen to many times Rangers getting promoted who truly should not have 

affecting operations and morale. 

Without effective leadership, visitor and resource protection programs lack direction, guidance, 

and accountability, thereby limiting the ability to serve. 

There is frequently talk of field staff taking on more responsibility and leadership, but it seems to 

be talk with little follow through. 

An organization cannot out preform it's leadership.  While leadership should be encouraged at all 

levels of the organization, selections of key leadership positions inevitably suffer from differing 

values.  Actual experience in Operations is undervalued and in some cases not valued at all in the 
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organization regardless of complexity and depth of the experience.  This undervalue has been 

expressed by the Director in regards to Rangers being considered for Superintendent levels 

which negatively effects the organizations effectiveness. 

Leadership is essential at field level and only grows more important in the supervisory or 

managerial ranks. 

Lack of funding for training and career/skill advancement. 

I can lead all I want, but if I have no authority or support then who will follow?  Should this be a 

managerial role task? 

Leadership is essentially the opposite of management.  Management is control(s) while 

leadership gives you freedom to be creative beyond for instance Policy. 

In my experience, the higher a person is on our organizational chart, the more managerial 

functions they perform with less opportunity to demonstrate leadership.  Leadership, as I have 

seen, tends to be just as important and is more often demonstrated from field-level employees 

near the bottom of the organizational chart.  However, this demonstrated leadership is rarely 

recognized by or rewarded from upper management, which has in some cases lead to despair and 

demoralization of one of our greatest resources, our passionate and dedicated employees. 

Leadership is needed because if no one leads surely confusing and misunderstandings will 

follow. 

I rate leadership high because I love to be a leader and help other people out. Leadership in the 

park as in higher up staff members.....there is none. Leadership is very hard to come by here at 

the park. It is something that needs to be worked on. 

We tried developing a supervisor curriculum at FLETC when Billy Shott was there.  It never 

went anywhere.  We are sadly lacking in this area.  It is embarrassing. 

This is a critical piece that a lot of management struggles with.  It is extremely difficult to work 

for managers that either have no idea what V&RP staff does or they just don't like it.   I really 

would like to understand how some Superintendents/Deputy Superintendents are selected. 
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Feels wrong to use the term business to describe leadership in an an American Service.  There is 

no leadership development for rank and file in the NPS.  Supervisors spend most time in 

program management and do not have the opportunity to lead or supervise line staff. 

6 c was great for LE retirement, but why are we kicking out our brightest and best leaders @ 57 

years old.  Talk about brain drain in the RMVP div. 

Good leadership can make or break a protection staff. There is a big difference between being a 

leader and being a manager. Unfortunately, I think the NPS has to many managers and not 

enough true leaders which is why the NPS has such a high turn over rate. 

I need true, responsible, proactive leadership to accomplish my job.  Not only in my chain of 

command but in the Parks' chain of command as well, right down from WASO. 

We have received some good training in this area through operational leadership training.  I 

would encourage good quality leadership training for our supervisors and managers - including 

law enforcement leadership courses. 

Integrity is #1 with any employee and especially with those charged with protecting the 

constitution and a human being's life. NO LIE or MISREPRESENTATION of decisions IS 

TOLERABLE 

Baseline training and core competencies availability are lacking at the supervisory and mid 

management levels. 

Not yet. 

During my twenty year tenure as a US Park Ranger, I have only seen a handful of true leaders.  I 

feel that many NPS supervisors and managers play themselves off as leaders, but in fact are more 

interested in their careers at the expense of developing opportunities for their employees.  

""Leadership is not a function of grade, but rather one of listening to those whom you lead. 

We should set a standard ""sergeants test"" to allow LE supervisors to be able to move into 

leadership roles, this would be used as a tool for hiring officials and ensure that supervisors have 

a basic understanding of leadership and supervision. 
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If we were a ""For Profit"" business, we would be bankrupt in a week.  People are promoted to a 

supervisory position with little or no training on how to be a manager/leader.  We have lots of 

""leaders"", but who actually knows where we are going? 

Although I believe leadership is a vial component, all too often leadership is confused with 

management.  They are NOT the same.  Telling people what to do is not being a leader. 

Leadership is not a vital role in my position, other than necessary to gain compliance with 

permittees during the permitting process. 

A law enforcement division without expectations and accountability becomes extremely 

ineffective because then individual patrol rangers can decide themselves how much if any work 

they want to do without consequence leaving a large portion of the work left to rangers that are 

proactive and take their jobs seriously. 

NPS should have a lot more leadership training opportunities and chances for new supervisors to 

be mentored. 

I see NPS Rangers only path for promotion is going into supervision. It isn't that they want to 

supervise, they only see supervision as a path to better pay. I think the agency should focus on 

promoting field personnel to supervisors, only if they truly want to be supervisors. There are too 

many supervisors that are terrible and bring down the team their responsible for. 

Leadership should be important to my position, but my supervisor stifles any attempt at change 

or innovation.  There is little to no leadership and morale is very low. 

This is a weak area in our organization.  people tend to be complacent about their routine work 

and do not strive for leadership. 

Although it is important, we don't receive copious amounts of leadership training unless you are 

in a supervisory position. 

Sorely lacking system-wide. Field level supervisors are caught in a ""sandwich"" in which 

neither upper-level management or field staff can be placated. Better trained managers = happier 

staff and competent managers 

Leadership is extremely important at this park. And having a weak leader can make for a 

demoralizing work environment. We have a fantastic Chief Ranger, Deputy Chief Ranger, and 
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district rangers, but some of the supervisory rangers are lacking in core leadership qualities. It 

would be useful to see some go to formal supervisory trainings. It can be difficult to work for a 

supervisor who has a weak personality and who does not fight for his/her staff to get the 

resources needed to do the job effectively and safely. I understand that the budget is tight, but  to 

have a supervisor make an effort to give you the things you need, to praise your efforts after 

working hard to do a good job, and to be someone worth following (because they demonstrate 

integrity, hard work, and tenacity) would be amazing. I have often been told that a good 

supervisor (leader) is someone you would follow if they were to move jobs. I say with regret that 

I would not follow my supervisor anywhere because this supervisor does not possess inherent 

qualities that I would respect as demonstrated effectively by other supervisory rangers and the 

Chief and Deputy Chief ranger. Having a good leader is so essential for me to feel driven and 

enthusiastic. It seems at times that a lot of parks elevate individuals to supervisory positions who 

are not effective leaders. 

Information goes up but does not come down. There are few people who practice leadership. 

There is no open communication when the GL-11's consistently restrict information from 

moving up and down the chain of command. There is a lack of leadership in all 11's in the park. 

Important but non existent 

Every Law Enforcement Ranger is a leader because of their position. 

I feel that the park service does a poor job in preparing it's leaders.  Supervisors are promoted 

based on how they perform in the field.  They then typically have no leadership skills and 

sometimes no people/communications skills.  There should be courses for GS-11's to attend 

when they get their first supervisor job.  It should be similar to fundamentals or the 

superintendents's academy. 

The NPS does an adequate job at mentoring its' leaders. 

NPS always talks about how every one is a leader...bull crap. I see very few actual ""leaders"" in 

the NPS. I am a supervisor and it appals me the micro management petty things I see my piers 

and superiors doing to their personnel. That is not leading. Hiding at HQ working on pet projects 

and never going out into the park and assessing actual needs for staff is not leading! 
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Find the leaders and make them supervisors.  The only NPS supervisors I find are ones who 

became supervisors because they want to tell people what to do. 

n/a 

While crucial, this agency focuses on hiring managers into upper positions instead of well-

focused leaders.  The agency rewards those that keep their heads down and don't stir up anything 

instead of honoring bold decisions. 

I have a deep respect for each of the leaders in my division, and I hope to soon move into 

leadership. 

More leadership training is needed. We also tend to grow our leaders from within too much. We 

should not be afraid to bring proven leaders from other agencies and outside the government. 

This will increase our diversity of knowledge and abilities. It will also ensure we have the BEST 

leader for the need. There are plenty of proven leaders out there that are untapped. We too often 

just promote people simply because they have been in the NPS for a long time. Not everyone 

who remains a GL-9 for a long time should be in a leadership role. 

This is very important for partnership type parks and parks with complicated shared jurisdiction. 

I am the acting Field Training Lead and an active Field Training Ranger. Leadership in the Field 

Training and Evaluation Program is multifaceted and an important part of the program. 

You can't require someone to lead. I lead because of who I am. 

As work groups become smaller and more focused, the need continues to grow for stronger 

communication skills and situational leadership. 

I am a Generating Organizational Advancement and Leadership (GOAL) graduate and feel 

Leadership is essential to the success of my current and future teams. 

See above comment.  If we don't build good leaders we end up with what we have now, 

supervisors that knew someone once or use to be decent before they got burned out. 

The lack of leadership has been ramp id within most of the NPS units I have worked at.  I have 

seen individuals get promoted to leadership roles based on the skill set they had and not on their 

ability to lead.  Most folks I have seen in leadership roles have neither the ability nor the desire 
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to become good leaders because they truly don't believe on the mission.  They don't even possess 

the basic knowledge, skill, and/or ability to communicate orally and in writing. 

Sounds like a great idea. When do we start? 

NPS has a culture that looks to the Ranger core for leadership. 

Numerous occasions, Chief Ranger is the only division supervisor in the park (work week and on 

weekends).  Chief Ranger when off duty and in the park is really on-duty to the staff.  All 

incidents are led by Chief Ranger. 

As the Chief of Interpretation and Education as well as the park's Management Assistant, 

leadership is critically important to me in my current positions. 

We are a partnership based trail. It is the foundation to our existence. 

The NPS should have a strong, active role in preparing their leaders to lead.  All too often, we 

compete and get the job and then have to figure it all out.  In my first Chief position, my 

supervisor wanted to spend more time grooming me but was to busy.  I floundered, did trial and 

error and learned from my mistakes.  USFW has a stronger program - supervisory training at 

NCTC (National Conservation Training Ctr.) within the 1st 6 months and then at the year mark.  

Why do we leave our employees to look for their own supervisory classes?  Because leadership 

is an after thought subrogated to never having enough money or not being able to travel 

Present management is distant from park resources and even more distant from employees and 

knowing what and how important each employee's job is. 

There needs to be good leadership within the service,  If not you may work for someone who 

does not know how to handle the stresses or pressures of the job. 

Leadership is critical, I am not in a position of  ""designated leader"" and feel I can not cause 

change in my agency. I do noticed other LE's consult me and mirror some of my activities and 

would like to take on a designated leadership role in the future. 

I am at the top of the triangle here. I am ulitimately responsible for the direction that the 

monument goes for better or for worse.    I know that eyes are upon me at all times and it is my 

objective to the be the very best leader and example possible. 
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I would rate, this, more than anything else on this list, a 10 rather than a 7, if I could.  

Leadership--and I mean true, pure, REAL, honest-to-God LEADERSHIP is vital to rangering.  

Absolutely paramount!  And yet...the NPS barely seems to recognize this.  As an agency, we 

require our first-year ""supervisors"" to attend 80 hours of ""supervisory"" training by 

completion of their first year in the position, and then 40 hours of ""supervisory"" training 

annually after that.  Three problems with this: 1. Stop calling it ""supervisory"" training and call 

it ""Leadership"" training.  Leadership involves supervision, and management, and 

administration, but those three in and of themselves are not Leadership.  Leadership is soooo 

much more...it's the ability to motivate the people a leader ""works for"" (that's right...leaders 

work ""for"" their subordinates, not the other way around) to accomplish common team/agency 

goals because the subordinates BELIEVE in those goals...they accomplish them because they 

want to...because somewhere along their career path, they have been motivated by strong 

leadership to value the team's mission and want to give their very best toward its being achieved.  

Strong leaders provide purpose, direction, and motivation.  2. It's rarely, if ever, enforced.  I've 

been a Leader for five years, and not once has my boss ever required me to show proof that I 

completed my annual ""supervisory"" training.  This needs to be fixed, now.  The NPS must start 

allowing their leaders to attend strong leadership training, and then requiring said training to be 

documented.  3. The required training that's never enforced is also not standardized, which leaves 

a lot of questions left unanswered as to what qualifies as ""supervisory"" training.  We should 

either standardize it, according to job discipline, meaning rangers attend leadership training 

catered to police, fire, or SAR organizations, or we allow individual leaders to seek out their own 

options for excellent leadership training and then support them.  Find the money for it.  

Somehow, we come up with money for Operational Leadership, NPS Fundamentals, the GOAL 

Leadership Academy, etc., let's somehow come up with the money to send our leaders to 

excellent leadership training every year.  Put a cap on it...$1,000 per leader...whatever, but let's 

support this training, and make it strong, not generic and weak, ""canned"" CEO nonsense that 

might apply to the business world, but has nothing to do with leading rangers. 

All employees at all levels are a role model and leaders. It is imperative that adequate, proper 

leadership be a part of our organization and we seem to consistently be missing that. 

Leadership is key, and we need more good leaders. Too often people are promoted to get them 

out of the field. 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 346  ~  

 Use Navigation Pane to move about electronic document   

Our supervisors need mandatory supervisory training that includes leadership as a core. 

Most reputable LE and Emergency Services Agencies require applicants for supervisory 

positions to go through a pretty significant process in order to attain a supervisory level 

positions, ie. Sergeant and Captain exams.  However, the NPS has no such requirement.  As 

such, people with no business leading others frequently are promoted into supervisory positions.  

This waters down the agency.  You don't learn leadership from a class.  You learn it through 

experience and you learn it from a mentor.  Therefore, by promoting people who are not 

prepared and who not are well suited to lead, you not only impact the current operation, but you 

also fail to teach the supervisors of the future how to be good leaders.  It is a cyclical pattern. 

We have a chief who has ZERO leadership qualities. STOP hiring chiefs that administration can 

walk all over and control because the chiefs are too afraid to speak up and fight for their division. 

I wish our management were pro law enforcement or our management supplied the equipment 

we need to be safe while on duty. 

There are too many non-LE superintendents in the service now that tend to push LE issues to the 

back of the bus.  It is becoming like it was before 1994. 

i would like to have the opportunity to attend training and gain experience in leadership skills 

VRP rangers are looked at as leaders, to help plot a course when there is too much fog to find a 

landmark.  It is expected by park staff and visitors alike. 

Leadership is one thing most of the folks in management positions lack! It can not be taught in a 

one week course. 

NPS does a HORRIBLE job on this!  Need more mentoring programs and less just on paper 

programs.  We have leaders that look good on paper and don't have a clue about doing it in real 

life. 

teaching leadership should start at our lowest level entry points. it has not been well taught in the 

last 20 years, except when you enter a supervision level and then it is too late and the leader is 

behind the curve. not a good place to be. we can and should do better. 

I am the Chief Ranger and oversee all protection functions and interp 
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The NPS has great programs out there to develop leaders and there should be more of them. 

(GOAL, ELEDP, etc) 

NPS does a poor job of promoting good leaders. Being a supervisor does not automatically make 

a leader, nor doe a training course. 

I find it interesting that business acumen is included in the leadership bucket.  My understanding 

of leadership is that it involves influencing PEOPLE (provide purpose direction and motivation) 

to achieve desired goals.  Think ""business acumen"" belongs elsewhere, perhaps under the 

project/program  management ECQ. 

Managers manage programs, maintaining them at their current levels.  Leaders introduce change 

and help programs to grow.  When looking at the park service's law enforcement program, the 

higher the ranks, the more the service leans towards hiring managers as opposed to leaders.  This 

is not only a detriment to the program but to the visitors as well.  I would strongly suggest that 

WASO begins to encourage its regional offices, and the management under those offices, to stop 

being afraid of the change that hiring leaders can effect and to start to incorporate the Leadership 

Essential Core Competencies into their programs. 

I have had lots of supervisors, and few Leaders.  A leader is someone that inspires through 

knowledge born of experience, not from books.  A Leader is someone that will educate not 

his/her subordinates as much as the management that fails to understand what it takes to be the 

person that runs in when everyone else is running out. 

Rather than having a separate operational leadership course, utilize existing course from NWCG 

-L-180, L-280, and L-380. 

no 

Nothing is more important.  It all rises or falls on the quality of our leadership.  The NPS failure 

in this area is the sole reason for our many problems 

I am not in a leadership role, but without leadership skills, with the reduction in force do to cut 

backs, a law enforcement ranger here becomes a burden on the team. Critical thinking and quick, 

appropriate decision making is critical. 

Coming from a military background, the NPS does not due justice to training its personal 

adequately in leadership.  Proper leadership training and evaluation MUST BE a PRIORITY!!! 
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Leadership within VRP is critical because of the mix of missions and responsibilities within the 

directorate.  However, some divisions/aspects of operations are better supported with resources 

(funding and personnel) than others.  These disparities do not seem to be related to services 

provided by the component divisions or stated priorities of senior agency leaders. 

We need to develop an aviation leadership and mentor- ship program with in VRP for aviation 

folks. We currently have not succession plan for new aviation personnel within VRP. 

There is a distinct lack of leadership skills in current park management in particular the LE 

division. 

I feel that the NPS needs more leadership training for its field staff to help the agency grow with 

its current employees 

It would be nice to see more leaders in high ranking roles than managers. 

We wouldn't get much done if we weren't results-driven and coaltion builders.  Regulations 

undergo OMB cost-benifit review so business acumen is important. 

Since I was put into the Supervisor position I have been taking monthly classes for Leadership 

and they have assisted me a lot in dealing with all aspects of my job. 

I do not have very many leadership opportunities at my current park. It is mostly due to the lack 

of staff and the size of the park as a whole. 

In my work realm, leadership is strong and very supportive of my program needs all the way to 

the top. 

Somewhat lacking in that other park.  Maybe things will change with some new personnel. 

I think we have lots of people in upper management they have titles that include 'leadership,' but 

I don't feel that they all fulfill the role to its fullest potential. 

Everyone is too busy, so leadership is lacking at my Park. 

Individual development plans are established, but seldom accomplished. Budget restricts 

opportunities for training /details 
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Leadership is needed. There is a large gap in law enforcement leadership in nps. Nps law 

enforcement needs to be a separate division apart from other park branches. We are not a law 

enforcement agency. 

I am from the old school and have worked at this sleepy LE park for a long time.  How do zi lead 

people who don't want to be led by me?  Being in middle management I am only as strong as the 

leaders above me, and there lies the root of the problem. 

This is an opportunity for employees and the employer (national park service) to help each other 

reach their true potential. 

This is underdeveloped aspect of our organization. 

A good leader will manage their people more effectively.  A lot of managers are poor leaders so 

their personnel do not do anything. 

Level I commissioned employees are usually doing this. 

I would like to see leadership training for that is geared towards law enforcement, a “sergeant 

school” like many other agencies have.   I see supervisors in the field that are great with 

paperwork but cannot manage a stressful law enforcement incident. 

Working at a fire lookout requires that I can make critical accurate decisions and work 

independently without close supervision.  It is also essential that the lookout position be provided 

the proper leadership in order to effectively operate on a daily basis i.e. providing oversight, 

support and direction. 

Leadership has never been more important for me than it is in my current work environment. 

Having some of the most experience at the field level here, I feel it is my responsibility to create 

an environment for our field staff to collaborate and share ideas and learn from each other, all of 

us have certain areas in which we excel and I feel this will make us a more efficient work group. 

With a small park staff, it is important for everyone to be able to function as a leader depending 

on their experience and knowledge. 

I have met very few managers that are true leaders and can implement change and create a 

positive results-driven work environment. 
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Leadership is one of the most critical areas to influence change in our organization.  The 

principles of leadership should be focused on and great leadership highlighted.  All of the VRP 

staff should look at leadership as making hard decisions based on what is best for the service not 

on how you will be view by you peers and subordinates. 

Both having leadership qualities and recognizing leadership to be followed is extreamly 

important in the high risk operations performed. 

When positive and thoughtful leadership is provided the organization clicks; when it is absent 

everyone and everything is marginalized. 

I think that VRP is seriously lacking in developing and fostering quality leadership among the 

ranks of the field rangers. I would like to see more emphasis on formal mentoring of field 

rangers in developing leadership skills. 

Commitment to invest in our current Leaders.  Commitment to recruit and mentor the next 

generation of leaders. 

we need a clear defineed role of our position as leaders 

It is another area that our LE Chief and Deputy Cheif both value and firmly instill in both the 

Supervisory Team and the Officers/Rangers below. 

NO 

No 

There is a lack of Leadership in the agency. 

no 

Leadership is a state if continuous change and entropy will be critical for our future success and I 

try to embody this dimension of wilderness in my own work. 

One of the many supervisor roles is leadership. I believe strong in supporting my staff in their 

career development 

As we face greater restrictions on budget and staff it is vital that our leadership from the top 

down works extra hard to show our employees that what they do for the NPS and their 

communities is vital.  It is always nice to hear that the bosses are thinking of the employees, but 
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some adjustments to policies, budget allocations, etc. would go a lot further to aid morale and 

employee motivation. 

The NPS seems to be taking a better look at Leadership as a whole.  They are promoting 

programs like the GOAL academy, mentoring and other leadership development programs.  

Leadership is essential to the NPS and needs to be a primary focus. 

NPS is lacking in leadership in a huge way. It is sad, I think one thing the NPS could focus on it 

is actually getting true leaders in the service, training the right way, hiring the right candidates, 

cleaning house. 

I am a chief ranger and take my leadership role very serious. 

Leadership does not exist at the park level as we are required to do certain tasks in a certain way 

as dictated by regional and national offices.  We have no ability to be creative, to lead people 

using progressive management techniques or structures.  We are told what to do, how to do it 

and we are expected to follow directions exactly.  There is no room for anyone with any 

leadership ability in this organization. 

I feel that leadership within my department is encouraged and fairly well exercised.  We are, 

however, staggering from the loss of an AFMO position (due to budget cuts), which puts a strain 

on all leaders, and has cut rungs out of the ladder, leaving nowhere for our engine captains to be 

promoted in the park.  They must apply elsewhere to develop in their careers.  So we lose the 

experience and institutional knowledge of our engine captains, too.  Very stressful.  Lastly, the 

rules for aging out of positions are archaic.  57 and 37 are not the ages that they once were, and 

forced retirement (and inability for >37s to get a career position) are a waste of good, 

experienced people.  Rather than an age restriction, why not impose better health restrictions.  

Our 40-somethings were able to run circles around most of our 20-somethings, but they have no 

career prospects in a federal job.  Just seems crazy that we'd throw away that leadership 

potential, and the experience and knowledge that goes with it. 

As new hires are employed, employees with years of experience and insight to emergency 

operations are utilized to mentor, train and assist new employees. Crew cohesion. 

The #1 most important factor to the success of our agency. #2 is recruitment. Poor / unqualified 

leaders recruit poor employees. Poor / unqualified leaders drive good employees to other 
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agencies. This is not assumptive, as I have numerous personal colleagues who have left the 

agency because of terrible leaders. The answer is ACCOUNTABILITY: I see designated leaders 

who are allowed to fail in their roles, and are not counseled, punished, or removed by their 

superiors. 

Better training for entry level supervisors, ie interpersonal communications, positive re-

enforcement & lead by positive example. 

As long as you don't make waves for the GS-11 and above, you are ok in my park. 

we need to work harder to provide more opportunities for developing future leaders (i.e. 

Superintendents) 

Further leadership, career, and personal development trainings should be emphasized. There are 

a lot of supervisors in this division who do not promote their employee's interest within their 

current positon or potential careers beyond their job. There is no reason for Supervisors to not 

continue with leadership training in effort to improve their abilities. I currently have no trust in 

my direct supervisor to provide me guidance and support when needed. I look to other mentors 

for help. 

It's very important to me personally.  It's a question of whether or not I get the support I need to 

develop those leadership skills. 

It is important to have strong leadership to guide the troops. 

I am not aware of many programs in the LE branch that foster leadership.  I would like to know 

more about them, perhaps by having something plainly/obviously displayed on InsideNPS. 

A supervisor and a leader are too completely different things.  Especially in the NPS.  We lack 

leaders in supervisory roles. 

This is what steers the ship!!!  Lead by example (many times, not just once) 

Leadership is extremely important to most positions, whether it is to be a leader or to have a 

quality leader providing direction for your position. 

There are very few supervisors that are leaders. Having leadership is essential to so many parts 

of our operation. 

strong leadership is the core of safe quality production in our workplace 
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Good leadership can make a world's difference on how well an operation functions. 

Leadership is important in my core unit I work with, i.e. the seasonals I supervise and in district 

co-workers.  It is not essential in the National Park Service overall, because of the bureaucratic 

process for simple things causes me more headaches then they are worth to change. 

Currently work in an environment where the divisions activities are ""managed"" the division is 

not ""lead."" Decision comes down from Non-Law Enforcement officials and others whose job 

functions are strictly administrative in nature and spend little to no time in the field. Suggestions 

and feedback from the field staff are not solicited and when offered by staff to improve field 

level operations, management generally ignores the feedback out right or find justification to 

disregard their validity. Accountability however is kept at extremely high standards with little 

room for error or mistake with out the result in stiff correction or punishment. 

A good leader must be willing to assist with getting the mission accomplished. 

no 

Listen as well as communicate. Don't be afraid to learn but don't be afraid to take the initiative. 

The NPS would much rather manage you then lead by example and supervise you. 

supervisors need to learn to LEAD 

While leadership is occasionally brought into play during the regular course of my position, it is 

generally not essential for the successful completion of my duties. Typically these skills are more 

appropriately utilized at supervisory levels above my position. 

need development of leadership skills in employees 

current position is supervised in a manner that does not engender a sense of mission 

I think this is THE MOST important thing for me at this time at this park. However, despite most 

people and divisions' acknowledgement that change is needed, I am coming against a lot of 

opposition every time I submit ideas and proposals b/c it steps on toes and may cause people to 

have to CHANGE. 

It has been my experience that the park service does a poor job of training supervisors to actually 

be leaders. Someone can be an outstanding field ranger but be an unmitigated disaster as a 

supervisor.  There seems to be very little out there in the way of training or development in 
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actually being a leader.  I have served acting details as a supervisor at several different parks but 

was given very little direction in how to actually manage (i.e. lead) people. 

NPS promotes then sends the manager to class years after being a manager. WE do not promote 

leaders nor do we prepare managers prior to placing them into these positions. WE set the 

service up for failure. LEO Rangers starve for strong possitive ethical leadership. 

I am lucky that I have the opportunity to manage several park programs as a field ranger, 

however, these leadership opportunities still don't translate to the ability to move up in the 

agency. The bottle neck between 9 field rangers and 11 positions being available is depressing. 

As a manager responsible for communicating and effecting change in regard to fire protection 

and life safety it is critical I have skills to perform in a leadership position, particularly in 

working with senior managers and first line supervisors. 

Unfortunately, as in many large organizations, leadership is looked at from a text book approach, 

too much emphasis on degrees and certificates with a lack of looking at on the ground 

experience. 
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Is there anything further you would like to tell us about Visitor Service and Public Use 

Management? 

 

NOTE:  All responses are recorded verbatim. 

 

This is the essence of the NPS law enforcement ranger. 

A function to be done by planners on the national level 

Key area. Could use focusing back on core mission not side rails. 

This is a competency that should be provided to all program managers in VRP. It would make us 

a more rounded employee. I have not been exposed to this competency in 25 yrs of service. 

Law Enforcement must know the laws they enforce but should not be responsible for fee 

collection or duties that distract from the core function as a Law Enforcement Officer 

It seems to me public use is most important, wildlife management is not. 

Stuck in the 1980's 

Regulations can easily be put in place, however; the ability to enforce those regulations may not 

be easy. 

Field staff that actually get out of the office and patrol the resource can help make better 

management decisions. Managers should recognize this and let them participate in the process 

The balance of enjoying use and preventing impairment is a growing challenge as population 

centers grow closer to park areas and use demographics change. 

It is all so political that if will be skewed in red tape for years before it effects my duties. 

I have never received training in any areas relating to visitor use/fee collection.  I am required, 

per my position description to participate in VUA/fee operations, though. 

Leaders/Supervisors become ineffective when their morale goes down after years of working in 

an agency that does not support people before it's mission. 

Need to educate public about NPS rules/policy. Organic Act defines 36 CFR and basic resource 

laws. 

Travel restrictions and Sequestration has crippled the NPS and Park Rangers. 

Visitor service typically takes presidents over the health, safety, and well being of employees. 
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Public use management is something that everyone needs to be involved in. Everyone needs to 

know what to look for, and how to implement management policies in the proper manner. I 

believe that Rangers should have to complete a customer service training course prior to dealing 

with people. A lot of Rangers, really don't have any customer service experience, and our jobs in 

fact are customer service positions. 

In order to be an effective law enforcement division, it needs to be operated more like a 

traditional Police Department in the sense that as a manager I would want my uniformed Rangers 

predominately in the field interacting with the public and Agents following up on all cases that 

take more than one or two days to resolve. Currently Rangers can take all investigations from 

start to finish without assistance of an Agent. This under utilizes the expertise of the Agent and 

keeps the Ranger from being in the field. 

When your superintendent spends money on new ORV (off-road vehicle) signs that replace the 

word ""REMINDER"" with  ""WARNING"" -money is not being spent wisely. 

Don't get me wrong.  This is important.  But compared to our gross deficiencies in employee 

safety and emergency management, land management takes a back seat. 

Some parks have issues with being a multi use park when they are legislatively one type of park.  

Example being-a battlefield park with extensive recreation use that is not recognized or 

encouraged despite the ""Healthy Parks"" initiative. 

Since I am in a management position, understanding and applying best practices is very 

important. 

I am troubled by a trend that seems to be about increasing visitation without looking at what 

might be reasonable carrying capacities. 

I would like to see more training in the policy realm as part of the process of leadership 

development, but also at lower levels 

No 

This is important but I feel that I spend my time more in the field advise role. 

Resource Protection through Law Enforcement.  Law Enforcement is a tool for delivering visitor 

services and managing public use of the resource we protect. In my current position, Interp 
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handles most of the public use management through guided tours. They set the limits on how 

many folks can go through at a time.  My role come more in managing things outside the cave, 

such as the paving project. A Chief Ranger is uniquely suited for managing that type of project, 

as they have the best understanding of visitor traffic flow, and working relationship with road 

crews.     I would like to learn how to ask questions of the RM types to help them better define 

the use that benefits the resource.  Trying to think of a good example and not really coming up 

with one. 

Start running NPS LE like a LE agency and not like a bunch of general purpose park bellhops. 

It is essential above the field level 

No 

Understanding of operations and it's impacts on visitor use. 

The process is too difficult to navigate and implement change. 

Once again extremely important but non-existant. 

Understanding and application is key. The development should be completed from WASO, not 

locally. 

No 

Upper management must have training in this area first before attempting to develop policies and 

procedures. 

more reactive than proactive 

This is an important aspect of VR&P, but once again with sequester staffing reductions and 

IMARS, we cannot adequately manage public use and provide visitor services (outside of 

emergency response and now all of the extra digital documentation) 

Our park needs more resources in order to do this effectively. 

Very specific to my Park:  we can do more to educate our visitors to basic levels of trail behavior 

regarding safety in ""bear country.""  We can do much more to effectively manage roadside bear 

viewing crowds while striking a balance between allowing the view or photo op and preserving 

the bear's ""wildness"" AND the visitors' safety from both bears and moving traffic. 
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We might re-think charging fees for ranger programs, just a thought. 

I believe visitors come to the Parks to be inspired and enjoy themselves. The laws we enforce 

should be done in a manner to protect people and protect resources, and not to enforce laws for 

the sake of enforcing laws. 

We need legal training! The 1 hour in the seasonal refresher isn't enough. We need 4th 

amendment, search and seizure, use of force, detaining, along with many other areas.      

Encounter I had this weekend:  My partner and I conducted a traffic stop, and my partner had the 

driver exit the vehicle, we suspected possible DUI. The operator of the vehicle was extremely 

incompliant and argued with anything we said. The subject’s language became more and more 

vulgar and began to show pre-assault indicators, “blading, and fighting stance.  My partner 

immediately recognized the pre-assault indicators and detained the subject, put the subject in 

handcuffs.   If my partner wouldn’t have been there, I’m not sure I would have placed the subject 

in handcuffs. It could have ended much differently. 

Superintendents should do more to encourage all employees to contribute to park compendiums 

and other policies.  On a daily basis the field employees interact with the visitors and may better 

able to assess some park needs. 

It's important that these things are done, but not something that I have much to do with in my 

position.  I just enforce the laws and regulations.  When there aren't any is when it becomes a 

problem. 

All NPS employees need to have a better understanding of visitor use, especially many in 

resource management and science!  It is getting better but more general understanding is needed 

as many of the impacts we see in this Park are related to administrative activities and scientific 

research, not necessarily visitor use. 

Visitors are killing our parks. 

For the most part I think we do well in this. 

This happens above my level 

N/A 
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Little training for staff in this area. Sometimes attitudes begin to develop with managers and staff 

that parks are not for visitors. A balanced view of the organic act with a slight slant toward 

protection may be more appropriate than the attitude of parks are not for visitors. During 

sequester planning visitor services seem to be the first things to go even when not necessary to 

do so rather than other non-mission oriented programs. 

This cmpetency is important, but overlooked greatly.  Through outreach and getting info to hte 

public in a upfront, concise manner is imperative to operations. 

I have to enforce the regulations.  At park level no problem.  At higher levels, management has 

little or no field experience.  This is reflected by their regulations. 

Anothor important element but again in my current position I do not have contact the general 

public 

I tend to think the NPS, when all is said and done, gets this one right. 

Understand and apply: 6  Develop: 1 (See number 10. Ain't my job! Earn it! 11's -SES). 

Easily tied in with the mission of the NPS. Without management of the park resources, how do 

we preserve them unimpaired? 

Once again, when I entered the NPS this was a key component of the LE Division and it no 

longer is.  Day shifts during the summer during the highest visitations are times for being in the 

office to have meetings and do paperwork.  After 10 pm the LE Rangers start to patrol to have 

the best chance to make the arrests and get the overtime. 

We are a resource for managers to understand use and misuse within parks. I think we can give 

good field-based knowledge to those developing plans. 

All woven into other areas previous discussed. 

Visitor services are NOT emphasized at OLYM.  The NPS forgets that we are in the role to 

service the public and its public lands. 

The service needs to integrate VRP into the interpretive message to educate the visitors and 

better protect the resources. 

This sounds like a rewording of the first two competencies. 
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Involved in development of NPS and interagency policy, so must have strong understanding to 

work within the laws, regs, etc. 

This should include closures and safety messaging to improve public safety 

I think a lot of time management decisions are made without input of lower level or field 

employees. I can think of several examples of decisions I believe were not well rounded 

decisions because those with knowledge of the subject were not asked for input. We can improve 

this area with better communication and acceptance by managers that they can take input and 

status don't make your thoughts the most accurate or correct. 

What about the ability to enforce.......? 

With Law enforcement at Thomas Edision NHP I would say we provide a safe and enjoyable 

environment for public use. 

Some parks over regulate themselves which can backfire and hinder the visitor experience.Its 

important to find the balance between preserving the resource and allowing people to enjoy it. 

No 

No training provided. 

I work in a high-speed, law-enforcement-heavy district, but I still spend the majority of my time 

assisting visitors.  I think many rangers, especially the newer ones who have been brought up to 

value law enforcement first and foremost, have a tendency to look down on ""friendly ranger""-

style visitor assistance as the purview of interpreters and VUAs.  This is a terrible mistake.  

While I certainly do want all protection rangers to see themselves as law enforcement officers 

first, so that they can be safe and professional, I regret that a side effect of that seems to be that 

they sometimes disdain the principles of visitor service for which rangers are famously known.  I 

want them all to understand that it's OK to be good at both enforcing the law AND providing the 

kind of approachable, affable assistance and guidance that visitors expect from NPS employees. 

This has come to the forefront with my current position as policy and procedures are 

changed/updated with the aquisition of lands and implementation of park improvement projects. 

Don't dilute an LEO's job by making them do this. 
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I think the park could use a broader perspective...for example, recognizing that visitors that 

continually drive SUVs and live expensive lifestyles are hurting the park more than a person 

living a modest, environmentally conscious lifestyle who walks his/her dog on a park trail. I find 

it strange that the park takes time to ""educate"" that dog user, but leaves the person living a high 

impact lifestyle alone without any attempt to point out the conflict in values. 

Of course understanding the laws are important, but developing regs and policies are not 

no 

This seems to be a synthesis of other elements already listed.  This element is critical. 

the field rangers' basic responsibility . . 

Unfortunately, many your LE rangers miss how important this is to VRP. As rangers become 

more limited in their job responsibilities, they lose out on opportunities to understand public use 

management. 

Better communication and cooperation between policy makers and field staff would greatly 

improve this part of the V&RP division.   Better communication and leadership from 

management to the field staff will improve morale and overall productivity within the V&RP 

It is the tool we use to manage for the future. 

We annually update the Superintendent's Compendium to reflect updated practice managements. 

There is little education or encouragement to visitors on appropriate enjoyment of the park 

resources to prevent damage or impairment.  To be fair, it is difficult in a park that is downtown 

and wide open at all hours of the day and night to provide adequate education at all times.  And, 

those with intent or motivation to ""do wrong"" do not care to be educated.  Therefore, a staff 

fully knowledgeable and capable of applying law and regulation is critical. 

Another of the essential aspects of being a ranger is visitor services. We are here to provide for 

the visitor, while protecting them and the resources. However, we should not overprotect by 

implementing so many laws and regulations that they cannot enjoy themselves. 

I'm often frustrated in this area as I've noticed over many years and at several units I've worked 

at that managers are not encouraging the ""appropriate enjoyment and use of parks"" because of 
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perceived impairments to park resources. There is no balance between the two, which will result 

is the loss of public support over time. 

Working the front desk, giving an informal or formal interpretive program, or simply helping a 

visitor with a redundant question is a great way to boost morale for law enforcement.  In parks 

that have a heavy LE case load, this is an effective way to become reconnected with 99.9% of the 

visiting public that appreciates what we do and are grateful to be where they are at.  It is easy to 

quickly become jaded against society without this type of outlet.  We are fortunate in the NPS to 

have this opportunity that other standard police departments do not. 

This is conducted in correlation with the out divisions and science. 

Public use management is very important, but we don't have a lot of focus in thwarting the 

issues. 

Often the persons involved in the management of policies, practices and appropriate uses of 

parks is so far removed from the field or the real problems. Often times management imposes 

and rule or practice that is impossible to enforce and intern creates more of a problem. 

I don't feel a field level Ranger should have to worry about making policy, or writing laws.  They 

should be concerned with implementing enforcement of the current set of laws and policies. 

Due to being in the field I am not consulted with any management type decision or the possible 

outcome due to the application. 

This is the core of our mission and what we do 

We don't need more regulations, we need more people. 

I find a deficit in understanding in areas such as regulations and special park uses. Could use 

more training in those areas. 

No 

The collection of revenues is very important to the operations of this park. 

We have fees who should be responsible for this. Rangers are continually doing so much (LE, 

Structure fire, wildland fire, SAR, EMS, Resouce protection, long case investigation) as it is and 

I have included Rangers needing to know Concessions, HR rules, etc. We are the only division 

that not only has to do our jobs, but be well versed at processes from other division. The pay is 
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too low for Rangers when you sit back and think about it. It is time to move forward to GS-11 

field Rangers. 

Very important to the application of the appropriate management actions for protecting people 

and resources. 

See comments for #10.  Working up through the law enforcement Ranks can provide a thorough 

understanding of law, policy and regulation which is a valuable competency in a management 

level position. 

We do no few collection and have little input in theanagment of park resources. 

It is important, but a managerial role/task. GL-9's belong in the field doing ""field"" work, 

otherwise begin to pay with parity. 

No 

Determining commercial tour operations is a large part of managing visitor enjoyment.  Parking 

continues to be a huge problem, same with fee compliance. 

Change does not come easy to people and parks. 

From my perspective, we do what we do because we've always done it that way.  Activities that 

are clearly unsafe (allowing more people into an area than can be evacuated, allowing alcohol, 

allowing nudity) are continued despite being far from best or even good management practices. 

Once again it takes years to develop this.   This is not a something you get in one semester at 

college. 

I believe that lack of support from the US attorney's office and park management to enforce rules 

and laws in the NPS system greatly hinders the ability to fully prosecute violators and protect 

Visitors and resources 

This is a key component to building relations and support for protection programs, as well as 

leading change. 

No 
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Not sure the Protection Division should be issuing permits, doing concessions evals, etc.  Seems 

wasteful of a GS-12 salary to type permits and file folders all day.  I see the nexus to resource 

protection/use management but question the pathway. 

Important to have open lines of communication between policy makers and field people. More 

than that policy makers need to solicit help from the field when building policies to manage 

public use. 

I would add 'change' to 'Ability to understand, apply, and/or develop law, regulations...' since 

things change. New emerging technologies and climate change are going effect this one more 

and more. 

In busy urban parks you cannot control it. You merely have to plan for the emergencies that 

arise. Urban parks are unlike many traditional parks. 

sergeants test 

Again, we are not managers.  Managers create the policy, laws, regulations...   More often than 

not, they ask us what we think, only to find out that they have already made up their minds - 

which inevitably runs counter to what we would want to do... 

I am a patrol ranger at my current park, and this is not a large role in my job. I am not included in 

any of these discussions. 

How can you serve the public and protect the resources without this category. 

Our supervisor does not allow his employees to manage any aspect of this competency.  He is 

responsible for all aspects. 

The choices made in general management plans, site plans etc. have lasting effects on how field 

staff can solve problems. 

It's a large part of being NPS law enforcement. 

Key words are ""appropriate"", ""prevent impairment"", and ""manage collection of revenues 

Visitor service is extremely important at Lake Mead. I value our visitor and understand the 

mission of the park and the NPS. I wish more of our LE rangers had more of a visitor service 

attitude at times 
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Rules are in place but a lack of training is provided in how the park wants the rules to be 

enforced. Example is the two stroke PWC ban. 

Very important.  Need more discussion between divisions on balancing use and resource 

The NPS needs to establish better criteria for hiring new employees who are equipped with the 

core skills to perform law enforcement type jobs within the service.  Oftentimes people are hired 

that have a general lack of interest in performing law enforcement functions. 

We don't collect entrance fees and have only one primitive camping area with no fee. There is no 

entrance station and there won't be until we can find a way to build one that doesn't cost 

$250,000.00 or more under gov. contract and hire some one to staff it. We can't even get signs to 

reflect changes in the law (loaded weapons in park) or replace signs you can hardly read. 

I wish our evaluations were written to reflect the job we actually do.  If your on the border you 

might do ""Investigations"" all day long but if you work in a decent park and deter crime with 

your presence why am I being evaluated on ""Investigations and Interdiction""? 

n/a 

Education is an important tool in accomplishing the mission of the NPS as a member of VRP 

Each park has its own needs and much of RM-09 and 36 CFR need to be tailored to the park to 

provide for the use and protection of the resources. 

I am a filed level ranger with limited authority to implement management decisions. 

Public use of this unit is relatively minimal.  Permits, additional fees, and communication 

regarding commonly violated regulations has improved greatly since I began working here.  We 

still have a ways to go. 

Smaller staffs and increased visitation have made this element more important to field employees 

and managers in an effort to provide resource protection, visitor safety and prioritize law 

enforcement actions. 

Upper management bean counters. 

Work with management team for planning, when there is time.  Participated in Amendment to 

General Management Plan, Planning for New Visitor Center, and Exhibit Planning for 2015. 
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Again, only basic introductory training provided - employee has to figure it out 

I think we need to keep in mind that we work for the American People, and our job is to care for 

and manage parks.  We need to make sure we practice our last name...National Park S e r v i c e.  

We have a responsibility to help shape the experience the visitor will have in the parks.  We need 

to work to help this be a positive experience. 

because of the recreational aspect of this area, there are many who influence the management of 

""public use"" sometimes the pubic suffers because of the influences of politics. the 

administration has  hard job in balancing the many ""influences 

As the superintendent, I am ultimately responsible to the public and to my staff to explane 

decisions made and the policies that decisions are made upon in order to effectly manage the 

monument in support of the NPS mission. 

I feel that many of these decisions should include those that work in the field and talk to visitors 

on a daily basis however, most management decisions are made by people that only sit at their 

desk.  In this park, at least, management does not want to hear from field people. 

Although I believe this is extremely important for the field level, we are usually completely left 

out of our opinions on law changes for CFR or Supt. Compend. Just recently our park has been 

sending out the public comment info. to employees. 

This is important stuff, but I do not deal with it right now in my specific job  as much as I might 

in some future job, such as becoming a chief ranger or Fee Program supervisor.  I think the 

policy stuff is hugely important, but I feel woefully unprepared to contribute to it, due to a lack 

of training in ""policy development.""  My exposure to it has been 100% OJT, which is okay, but 

given all the myriad other duties we rangers have, it's left me with a limited experience level 

regarding it. 

This is the crux of many of our problems. Managers and leaders do not have to experience to 

properly apply laws and regulations. In their defense, I do not think they have the experience and 

training to make decisions and therefore go with what they know that seemed to work whether 

right or wrong. Maangemnet by opinion and comfort level. 

K.I.S.S. 
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Management NEEDS to seek the field rangers perspective in visitor service and public use 

management especially during these troubled budget times.  More often, the politics rule these 

decisions when it should be usage based. 

I see lots of room for improvement in this area, indivually and programmatically.  FLETC, 

WASO or Albright could help as this isn't knowledge easily attained in OJT (as many other 

things we do are). 

important in that my position assists regulations staff w/admin work 

I draw on this work group regularly to support wildland fire operations locally and regionally. 

I explain lots of laws, regulations, policies, and all conceivable questions related to visitor's 

experiences in the park 

Once again, we have persons sitting at desks making decisions for the field and not listening to 

the workers in the field about how to run the programs in the field. 

Responsible for the fee and special use programs 

This question I feel  is dichotomous. If the subjective ""appropriate enjoyment and use of the 

parks"" is left out, I would have an easier time answering this question. I feel the mix of 

interpretation and visitor protection overtures clouds the question. I feel laws, regulations, and  

policies used to prevent resource impairment is good. These days the apporpriate use of  parks is 

undefined. I feel the worst thing for the parks is when they allowed motor vehicles into them. 

You don't develop laws, regulations to encourage the appropriate enjoyment of the parks. These 

questions demonstrate the disconnect between the management and the law enforcement 

mission. 

no 

Service Before Self, Excellence in All We Do 

My job would only entail recommending changes 

We are a customer service based agency.  We must have a solid foundation in Visitor Service 

and Public Use Management. 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 368  ~  

 Use Navigation Pane to move about electronic document   

We allow inappropriate activities under special use permits (ie Easter Services, road races, 

paranormal activity hunters) We encourage outdoor activity such as bicycling and walking 

however we don't manage these activities by enforcing bicycle regulations in particular.  This 

cause difficulties between bicyclist, walkers/runners and vehicles. 

The NPS need to be more flexible with its public use management so that individual parks can 

make common sense decisions regarding small issues in public use management. 

See my other comments, especially 2, 4 & 8 above. 

we have been tasked with coming up with idea's that would improve the visitors time in the park 

and then we discuss them at our Supervisor meeting's before the are passed up the line, so that 

helps in making sure that the visitors time here is the most enjoyable that we can make it filled 

with knowledge and safety for the whole family 

Prevent impairment of park resources. A particular challenge in my Branch. Best management 

practices are easy to write into policy. The single greatest challenge is getting NPS decision 

makers to be aware of requirements and then to enforce and uphold the policy. 

Again for the other park that I work with, absolutely nothing being done about the heavy overuse 

of and heavy impacts to upriver resources. 

We spend a lot time developing regulations and policies, but there aren't enough field people do 

enforce or apply the policies. Public use management is sorely lacking in my Park. 

Another core value of the NPS mission.  This should be intertwined with all the work we do. 

Sometimes there is the attitude that the parks would be easier to protect without all these darn 

visitors, when really, their enjoyment is half our mission. 

No. 

The lookout that I am assigned to is visited by an average of 375-400 visitor each month.  These 

visitors expect the lookout facility to be in a safe condition and that the lookout staff be fully 

trained in interpretive skills to answer any questions.  The lookout also plays a vital role in 

providing the initial detection of any escape fires or fire threat to the campground in the 

monument. 
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This is an area where I feel I can voice my opinion to our management team, particularly issues 

that relate to public use limitations. I think the field staff are often  at the front lines when it 

comes to making policy changes because they are the ones that often see the need for change 

first hand. 

The true relevance of this Core Competency is in a Rangers ability to educate park patrons. In 

my opinion, 90% of all resource protection and preventative SAR occurs through visitor 

understating of NPS implemented values and resulting management practices. 

basic competency 

no 

It is still important, but less so than before.  We could do much better if our officers were 

allowed to encourage & ""apply laws, regulations, and policies"" like we were up until 2012 

before the new system made it problematic. 

NO 

No 

Lack of communication on this tropic from HQ to the field. 

no 

Abiding by existing policies and regulations is very important to my work. 

Me and my staff develop informational hand-out materail and power point presentations for 

public outreach and internal development 

My nose is in some sort of law book everyday. I also draft the Superintendent's Compendium 

yearly changing and creating new additions. 

N/A 

This may be relatively park-specific, but I frequently see our agency as way behind the curve of 

what the public really wants from many of our parks. Just because millions of people visit us 

does not mean that we can't do a better job of connecting the parks to people. Attitudes of closing 

areas, roads, and popular activities to arbitrarily protect wildlife are not in line with public 

attitudes. We can do a better job of balancing our role of providing enjoyment to visitors and 
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protecting the resource. I see many parks exclusively side with the resource, while the visitor 

loses more recreational opportunities. And I consider myself an environmentalist! However, 

many people who make these big decisions have lost the perspective of a non-NPS citizen. Our 

agency creates very insular perspectives for many people who have only worked inside it, and 

nowhere else. 

Take the politics out of the decision making process. 

If you aren't arresting people, you are not considered doing your LE job in my park. 

Due to short staffing we are often times limited in our ability to provide needed Visitor Services. 

It is our job to serve the public and manage public use. 

No. 

We are here to service the public. 

Part of my position involves developing new policies, regulations, and agreements some of 

which there is very little information about or at least an easy way to research these. There is no 

training I am aware of to give a good base to someone starting a new position with these 

responsibilities. 

All staff should have feel that they can be part of the development of regulations and policies. 

Management practices are rarely in conform to the agency mission or consistent with those 

outlines in the General Management Plan. 

no 

As Park Rangers, we are on the front lines, so-to-speak. We see things/people before many other 

employees do, so we have to answer questions, address issues, etc. on the spot most of the time. 

Occasionally I am tasked with assisting park managers with the above listed goals. However, the 

typical responsibilities of my position do not encompass the above tasks. 

This park has barely started reviewing and finally implementing SOPs that SEASONALS were 

tasked with writing last year. There are no MOU's written. The East side and West side have 

little in common. 

High importance placed on the idea of resource protection without much importance given to the 

development or inclusion in the process of developing best management practices.  Division 

lines. Business as usual approach 
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It is difficult to implement Iron Ranger program. Consistant national standard sinage may help. 

Having a understanding of the laws, policies and best practices in visitor use and public 

management is a basic foundation for making competent decisions. 

Again, whats the point of a park with no visitors. 

Important to emphasize that this is not exclusively a ranger function.  All other disciplines must 

get on board with this. 
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Is there anything further you would like to tell us about Project/Program Management? 

 

NOTE:  All responses are recorded verbatim. 

 

The loss of funding for resource based projects in fire Management runs counter to the mission 

of the NPS.  I understand that fire funds now need to be directed to parks with higher fire 

occurance but those that successfully fullfilled the mission of the NPS by doing resource based 

projects should not be left out in the cold without a career path or future. 

A function to be done by planners at the national level 

I think that many of these projects are going to be the way we fund many of our seasonal jobs. 

Leadership is more key here 

Learned on the job as there seems to be little training to acquire these skills. trial and error, the 

nps way. 

Law Enforcement provide feedback and guidance on business practices but it is not one of the 

core functions of the job as a Law Enforcement Officer 

More better training in our developing leaders in project/program management 

Programs that are not working need to be eliminated. Some projects are a waste of money and 

need to be eliminated 

Understanding budgets and maximizing resources is also becoming a great challenge. 

The NPS needs to look at other agency of similar size and duties to learn how to better manage 

the VRP program at a Park level. Just because that how the NPS has done it sense Harry Yount 

was on patrol, does not make it the right way. 

Mid level fire employees get very little exposure to this and could benefit from more. 

There are relatively simple projects both at park and service levels that would greatly increase 

productivity, effiicency and accuracy in which that park has ignored to address and at times 

ignores RM-9. Firearm inventory, firearm inventory, evidence, property management, training 

records and training records databases would all increase productivity across the service as then 

transferring employees wouldn't have to learn new methods and procedures. But instead we have 

left out a lot of the simple tasks and rolled everything together into IMARS which has cost over 

20 million dollars and didn't really make anything better, just makes things take longer. 
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I have never been trained or otherwise involved in Project/Program Management. 

Need more equipment replacement funds and training.  Travel restrictions and Sequestration has 

crippled the NPS and Park Rangers. 

You have to understand the program in order to do your job effectively. 

I think the ability to secure project money is not favorable to LE operations.  It seems to me there 

is a lot more funding opportunities for resource management, maintenance and interpretation.  

Additionally, the inability of LE to use interns, student hires, SCAs and volunteers for law 

enforcement work makes projects more expensive and harder to get funded. 

Project management in the back country is a bit different than in the front country. In the back 

country, we all work together, and work together well. We all have a job to do, but pull together 

to get things done that need to be done. As far as public project and program management, it's a 

different beast in the back country as well. We basically do the same, working together to 

accomplish something that we all feel is necessary. 

I would like more training in how to successfully implement projects in the NPS. 

Very important in my job, but within the Region Projects are not managed, it is business as usual 

even if it cost more.  People are given the authority to make decision  that have no background or 

knowledge in that field.  Do not throw a wrench in the works just get it down, no matter the cost 

is promoted.  Terrible, terrible project management 

Same response as 12. An evaluation of uniformed Rangers on the front lines vs Ranger 

investigative followup needs to be evaluated.  The Investigative Services Branch is designed for 

initiating investigations and investigative followup and currently under utilized. 

Program management has often been delegated down to GS-11 and often GS-9 levels. 

For field staff, this may not be a top priority but for management positions, it is very much so. 

I am amazed that I am responsible for a $650000.00 dollar budget but I have never had any 

program management training. 

Much more training would be beneficial in this area for  higher level employees that work on 

interdisciplinary teams 

No 
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This is where LE falls down in preparing LE Rangers to be District Rangers and Chief Rangers. 

There is little in a patrol ranger's job that prepares them for this aspect of the job. Consequently, 

many VRP are not well managed.  The intro to program mgmt class was a good start, though I 

had learned much of it on the fly as an ACR for a year.  My counterpart District Ranger found it 

harder to conceptualize since he did not have any experience in what the class was talking about, 

so little framework to understand some of the material. Now with FBMS I would be completely 

lost, and have to rely on a budget analyst to tell me what I had, leaving my Division open to 

manipulation and budget raiding from less than up front division chiefs.    Learning how to 

explain why LE is essential to protecting the resource. We are expensive and there are few grants 

available for Federal LE, so we are base funded. During budget talks I find myself jealous of 

FMSS (I know really?) but it allows the chief of mtce to quantify what he/she needs and here are 

the numbers to back my assertion.  Interp can tell you how many more tours, longer VC hours, 

outreach programs etc. another employee will get for the operation. Admin can explain how 

many fewer of things get processed, longer to see your budget, and things like that.  LE is much 

more amorphous. Generally folks feel better, more secure with a certain number of LE's around. 

Yet quantifying for others what one more LE Ranger will give the park is not easy to do. Oh 

we'll patrol more....oh goody, so write more tickets, a chance for more complaints?  Less 

Rangers=Less crime in the parks. Also, the effects are rarely immediate with a loss of rangers on 

patrol.  It takes some time for the outright criminals and the opportunistic criminals to realize 

that the LE patrol pattern has changed. Then they can get going.    The curious thing is that the 

backcountry patrol is almost always the first thing to go during LE budget cuts - even though the 

backcountry is the reason for the park's existence. So when an LE manager has to forsake the 

backcountry patrol program to provide a city level response time to band aid medical calls. to 

keep the hotel in the park (not a concession - privately run) happy it is disheartening. Please help 

us learn how to explain that we add value to the operation. Not in whiny, ""we want more toys"", 

but the language of other managers. I've been able to do some tangible things in my various 

assignments. At the big park western park where we ran ambulance service in addition to 

everything else we were responsible for, I advocated getting more folks in the park involved in 

emergency services, thus taking some of the burden off the gun toters, and invovling the rest of 

the park in emergency operations. This lead to more engagement and understanding of what we 

do - and less of the LE folks saying that no one understands us.  Bring them in, help them 
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participate in all parts that they can, and then thank them publicly for it. Emails were a wonderful 

way to let folks know what was going on, had happened, and why certain actions were taken, 

thus limiting the rumor mill.  Folks loved being in the know, and appreciated the information. 

The backcountry ranger sent in a run down of what various places in the back country were 

looking like for driving, resource damage etc. Often RM used these to alter their plans on what 

they were working on for safety, ease of operations etc. I received a lot of positive feedback from 

employees on my efforts, and then was ordered by the CR to stop sending those updates out. If 

our fellow employees do not know what it takes to deliver the services we deliver, they have no 

reason to support the Rangers come budget time. When they know and understand why it takes 

as many employees as it does, and how important the interp ranger who was on their way back 

from a ""rove"" away from the VC is to the safety of the operation, just by stopping traffic - they 

are much mor 

We seem to be in a splitting phase concerning all things. This has greatly affected productivity 

and morale as what used to take a few minutes and supplied managers with plenty of information 

to make decisions, now takes hours and essentially supplies managers with the same information. 

This splitting (think about how much extra work is required to charge a tank of gas to an account 

other than your base account) is really taking a toll on managers ability to do things that are 

meaningful... 

We sit through meetings where no one has an idea of the budget, what is getting accomplished, 

what needs doing and who is doing what. There is no accountability. 

As staff and budgets decrease and duties increase it is tempting to fall back to core essential 

duties.  The most effective employees will be the ones who can also function in the world of 

FBMS, FMSS, AFS IV, and other areas where the actual work is funded. 

It feels as though we do not manage our projects very well, and that there is no consequence for 

not completing the projects, on time, on budget, and to spec.  This observation is specific to 

wildland fire fuels projects. 

don't think it is being expalined to the ranks 

Need better developed NPS course and practice time to develop employees skills. 

Squeaky wheel gets oiled and the critical resources may not be adequately protected. 
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No 

Supervisors and managers must be trained in this area. Also a mentorship program developed for 

up and coming field staff. 

Program Management is extremely important, and yet such a joke. 

NPS is a poorly run business.  No idea what the budget is.  Have to do more with less and are 

told to deal with it 

Staffing levels are bare bones, and my staff and myself do not have the time to do big project 

management work.  Keeping up with our day to day call volume is almost to the point of being 

unmanageable. 

It is very important to ensure that our Parks continue to grow and adapt to the evolution of our 

visitors and resources. Whether that is growing visitation, aging structures, or new environmental 

and resource conundrums. 

Funding in law enforcement is crucial.  Any cut to funding or personnel is a threat to personal 

safety and protection of the resource.  On the other hand reckless and wasteful spending should 

be pointed out and eliminated immediately. 

I'm sure this is very important to my supervisor, but I really don't know what goes on with 

budgets and funding.  I think I prefer my ignorance.  Less stress. 

Why did the NPS spend 1.2 million dollars each for 3 entrance stations at Lake Mead that only 

see a few thousand people a year?  The answer I was told was: ""Well the money was 

apportioned for it so we had to build them"".  That's the gov'ts problem...the inability to say: 

""Based on current events, the money would be best spend elsewhere 

It is the primary funder for much of what we are able to do, not ONPS funding 

It's difficult to effectively manage your project when you don't receive your funding allocation 

until a month prior to the end of the fiscal year. 

Most parks I've worked at seem to be extremely top heavy with many high wage administration 

positions severely crippling the presence in the field and interacting with the public which is 

usually delegated to seasonal employees who may be discouraged by the sharp contrast detailed 

above. 
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Core competency..? 

Minimal opportunity to get involved. 

I don't believe our L.E. supervisors get enough of this time of training.  I have been a field ranger 

for 10 years and never really been given any type of training to develope my supervisory skills.  

When a new supervisor training was offered recently I was told I couldn't attend because I was 

not a supervisor.  Also as a new supervisor these days there are mulitple programs you need to 

know... FBMS, FMSS, PIMS, GovTrip, Quicktime etc.  Normally training in this programs are 

not offered to us until we are already supervisors and by this time we are well behind the curve. 

This happens above my level 

Program Managers are meant to be leaders.  Leaders do not thrive in the NPS, leaving those 

without the ability to lead running our parks. 

Our collateral duties are numerous however with our current staffing levels it feels impossible to 

adequately give our collaterals the time they need. 

Again, not enough time/energy given to training in this area.  As many Planning systems have 

become computerized they have become more complicated and more time consuming to use, 

which becomes an issue with limited staff, wearing many hats. 

N/A 

Organizational framework to include ICS is very important in small to large scale incidents. In 

my park we deal with incidents from SAR, fires, Law Enforcement incidents, and natural 

disasters to include hurricanes.Organizational framework, techniques, and practices all 

encompass these. 

I no longer have a role in this.  What I do see and participate in is very confusing.  The MABO 

does not know their own rules and regulations. 

Proper management is how we best use time and money with the resources we have. 

As a COTR and Project Manager for approximately $500,000 worth of projects per year, I work 

a lot in this area. 

Unfortunately program management is so important that it takes up a great deal of time. 
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Federal employees and their managers get paid by the hour. I see very little incentive in my 

agency to create programs or projects that must function in the environment in which I work. 

Comfortably inured to the realities of a slow economy, lack of connectivity (we have poor 

communication in the area I work due to rural conditions), and other issues, managers seem 

content to jam home all sorts of ill-conceived projects and programs solely to meet deadlines and 

save money. Promotion would be, the sole motivator, of most of the management action I see. 

I'm a GL-9. I want to be a nine. That sounds like supervisory work to me. 

Again, the NPS talks it, but does not walk it! Feeling and emotions take precedence over sound 

practices. 

It is probably somewhat important for all NPS employees to have a basic understanding of these 

things, but most important for management. 

I do feel that we must understand the processes but not always have to do all the processing. 

I find it extremely important but, once again, the majority of the LE Rangers in my division do 

not.  We have no one on any park committees and have almost no impact or feedback on 

decisions being made in the park from the field level. Almost all the LE Rangers avoid 

Headquarters and do not even know most of the other employees in the park.  Many LE Rangers 

want the stove piping for supervision because they feel our job is entirely separate from the rest 

of the park. 

I am responsible for the Emergency Medical Operations in my park. I do not manage a budget, 

because there is not one for this service. Managing the program is an essential part of my time 

and position. 

Management level. 

Project/Program Management is not encouraged by management at OLYM.  The opinions or 

thoughts of lower-level personnel (GS-5/7) are not desired. 

More training is needed. 

It is very important, but almost non-existent.  We have no good mechanisms for learning how the 

system works.  Junior employees (GS-9) are often tasked with managing programs with NO 
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formal training, and often minimal written guidance.  The DO & RM often help, but most people 

find themselves learning by trial & error. 

Large portion of my work is to help users effectively and efficienctly plan use of aviation 

activities to support their programs 

It would be nice to have management decisions or park meeting that convey what is being done 

via management. Sometimes we do things in the public's eye that makes them say, nice to see my 

tax dollars wasted on this when we could better use that. If the reasons for decisions are not 

passed on to lower level people or made known publicly, then we lose public trust just based on 

lack of information and not necessarily bad decisions. 

FLERT is a perfect example of a lack of program management.  Long ago the NPS should have 

gone to Congress for 6(c) for LE and Fire and should not be dinking-around with FLERT. If you 

as the reviewer don't know what 6(c) and FLERT are, you have no business evaluating these 

responses. 

Used to be very important, but not in my current position. 

In the last three years the law enforcement staff at Thomas Edison NHP have initiated many SOP 

/ programs. Which weren't in place in the past. So Project/Program Management is very 

important. 

Money seems to be a huge issue right now with the sequester and jobs and resources continue to 

be cut. In the years to come it is going to be critical to manage the finances of the LEO program 

to maintain safety for staff and visitors. With the budget cuts the resources are going to suffer. 

Other divisions in my park are much better about this but LE/Protection takes little advantage of 

these opportunities. 

It seems like money is hit and miss and priorities are not shared by each division. 

It helps to know these concepts in this era of diminished budgets and resources.  We are often 

asked to determine needs for equipment, supplies and manpower, as well as prioritizing 

upcoming projects based on budgetary constraints. 

Again, I think our programs often focus on the smaller picture rather than the bigger one. We 

know glaciers are shrinking, we know animals are going extinct, etc, etc. We need to focus on 
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motivating behavior change (and, ahem, many of the said ""drugs"" that law enforcement spends 

so much time controlling can actually HELP with this) and educating visitors on practical ways 

to change their lives. And providing emotionally moving experiences that bring out visitors' 

internal desires to participate in the world in cooperative, life-enhancing ways. 

This is very important however seams as if funding keeps going to many unnecessary 

programs/parks that dont have case load/call volume or visitation as some do. 

no 

This is what pays for us all to have jobs. 

Our inability to fill program mgt positions have been a major source of frustration and stress. 

Changing travel / budget / incident reporting programs, often mid summer hasn't helped. 

administration 

This is key in working with other NPS divisions/disciplines. 

The complexity of the organization may be a hindrence to understanding how the framework is 

fitting to the organization's objectives. 

Everything that management does within a National Park affects V&RP field staff in some way, 

shape or form.  Better communication and leadership from management to the field staff will 

improve morale and overall productivity within the V&RP 

It seems that it takes too long to work through project management due to compliance issues and 

the constant re-prioritization of said projects.  This may also be from the lack of supervisory 

leadership and direction.  see #10 

It is not very logical. Funding items 4-5 years out does not make sense. With the best preventive 

maintanance system things fail , and things need to be replaced quickly to keep thinks operating 

smoothly and safely. 

We are being squeezed between sequestration cutting the budget and the increasing visitation 

numbers in trying to provide emergency services and law enforcement with fewer resources 

There seems to be a lack of understanding in how to balance the utilization of human resources 

in consideration to the mission of the NPS, the specific park site needs or problems due to urban 

location, and available funding.  The popularity of alternate or compressed work schedules, a 
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seeming push for law enforcement rangers to have weekend days, or part of weekend days, off 

with morale and family life being overarching justification for this results in the frequent 

scheduling of overtime to cover shifts.  Add mandatory training and leave to the equation and the 

costs to keep adequate staff on duty goes up further.  This does not seem practical or reasonable 

in a park with a law enforcement function operating 24/7/365.  Additionally, this would not be an 

acceptable practice in most police departments. 

This is probably something that should be pretty important, but I don't feel like NPS emphasizes 

it at all in the level I'm at. 

I would like to see a day when managers can properly program and track their budgets 

throughout the year so that funds are ear-marked early on for personnel needs instead of end-of-

year wish list items that are a lower priority. 

I believe there is a certain disconnect between upper management and field level employees 

relative to this topic.  Having worked in both areas, I can appreciate both aspects.  Management 

looks at the bottom line.  The field looks at what they need to effectively do their jobs.  When 

budgets are tight, constant, direct, unfiltered communication between what's happing with the 

budget and how that translates into what will change in the field is imperative.  Perhaps the 

greatest breakdown right now relative to this whole area is the, ""Do less with less,"" concept.  

How do you tell your rangers to ""do less with less,"" when there job is to save lives, protect the 

innocent, bandage up the injured, etc.  If they, ""do less with less,"" people don't get rescued, 

people die and life-safety suffers.  When it comes to performing LE, SAR, EMS, and structural 

fire, its all or nothing--the government can't demand less because ""less"" translates to nothing. 

Probably the least that we are trained or prepared for in our career development. 

Again I don't think it should be a responsibility of the field Rangers to use the appropriate 

business practices  and organizational frameworks to manage the budget for a project, that 

should be done well above a field Ranger. 

I am tasked with a project and through my own awareness I understand the importance of 

applying the effective and efficient use of the limited resources available. 

Every supervisor needs to learn budget.  We should host some of these courses at FLETC or 

FLETC Artesia or regional offices and tailor them for Chief Rangers only. 
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This stuff is pretty much a way for upper management to avoid having to ask field level staff 

what works and what doesn't, in my opinion. 

No 

It has been very difficult to get projects for law enforcement funded through PMIS.  Much work 

has been initiated towards writing up projects and they seldom make the cut for funding. 

Very important in the ability to achieve the mission and provide effective and efficient use of 

public funds. 

I ranked this middle of the road because the reality of the federal budget process seems to 

significantly hamstring initiative.  In regards to business practices, there seems to be a limited 

ability to apply such with the entrenched bureaucratic systems we are mandated to follow (i.e 

FBMS, MMMS, Housing management, etc..) 

Our park is still struggling to deal with budget issues. Currently there is one management 

position for every two field positions. It's a very too heavy park, which makes it difficult to make 

change as well as proactively patrol with field units as most of our resources go to management 

If I am expected to perform all competencies, and be proficient at all, then please prioritize the 

job tasks. 

Project and program management needed vary greatly with the park and specific assignment 

given. 

No 

Again...it is important but some of the things that the field rangers are doing is way out of our 

pay scale. The higher ups will give us their projects to do. 

Superintendents like to cut LE before other programs because we are the ""necessary evil"" in 

many of their eyes. 

Program management is a struggle.  We are consistently being asked to do more with less and 

getting blank stares when we bring it up. 

For over five years, I have been first a supervisor than an operations chief.  I have no training in 

project / program management, business practices, budget etc.  We promote field people who are 

good at their jobs and expect them to magically know what you would learn from an MBA. 
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It would be nice if there was some specific VRP/ Resource protection funds available for 

projects. 

In my mind, this is a special skill.   If we have to be experts at SAR, EMS, LE, Fire, then who do 

we fit this in.  Right now we are expected to be experts in HR and know the in and outs of the 

very complex HR process.  It just can't be done.  There is not enough room for it. Program 

administration needs to be at the chief ranger level and once again it takes years to develop and 

what do we do?  We retire our bravest and best at 57.. 

This is important but needs to be driven and directed much better from the agency as a whole. 

There are few realistic and applicable tools to help managers learn and apply these skills. We 

constantly recreate the wheel to find ways to accomplish our mission at individual park levels. 

There is no management training from DR's or Chief Rangers to ensure the necessary skill sets 

are learned correctly. 

No 

Keep working on implementing quality volunteer programs especially with senior citizens who 

have a lot to offer the NPS. 

Unfortunately as management I spend probably 80% of my time here at the expense of the other 

competencies listed here. 

essential to have an understanding of the systems in place to procure and utilize funding and 

resources to protect the resources. 

Extremely important and perhaps what I am weakest at.  Much of VRP is paid for out of base 

funding as apposed to project funding because the funding sources don't seem to be there.  More 

training on this for VRP staff earlier on in their career before they are in managerial positions 

would be really helpful. 

There is too much placed on individuals. Expand the program managers or lose unimportant 

directives. 

Effective and Efficient are two words that have never made their way into a management team 

meeting. 
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Their is a large disconnect from the field level to upper management. If we had a better idea of 

what budgetary issues we really had going on maybe we would be able to provide ideas on what 

we can do as a team to help meet out objectives and stay within our budget. 

I won't even go here..... 

Core competency should include the probability of serving as the acting-Deputy Superintendent 

and/or Superintendent. 

Same as above. (# 12) 

Need more training opportunities. 

How can you lead a team or group without your people understanding this category. Keeping 

people in the dark only leads to fear and distrust and frustration. If you don't teach this skills I 

see good NPS personnel leaving our agency and going to work for another agency or private 

business. 

Our supervisor does not allow his employees to manage any aspect of this competency.  He is 

responsible for all aspects. 

Motivation in this area is low.  Not many opportunities for rangers to participate and grow these 

skills. 

I find a gulf between what some managers, planners, and superintendents do and the reality on 

the ground.  Recently my park built an operations center.  It only houses maintenance staff.  It 

did not provide office or storage space for LE or interp.  these two divisions are currently housed 

in old moldy houses with poor electrical wiring and other problems.  Positions such as patrol and 

the LE Specialist disappeared as funding disappeared.  My park current has more geologists than 

LE rangers.  Because ISB is dramatically underfunded we do not have a resident agent.  My 

patrol rangers have taught themselves to write warrants and try to squeeze investigations into 

their days. 

Important at my level, not sure how important is is as a competency to pursue at the journeyman 

level. 

It is on the supervisory level. 
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Transparency for the field level staff so that we kunderstand the ultimate overall objective and 

the steps to get us there. 

as a non fee area this is very important for preservation and up keep of our park unit 

Management does a good job at conveying the program/project management goals to the field 

employees. 

They spend a lot of time on it but things just degrade further! 

My District Ranger puts his budget first and his people second. 

n/a 

No 

PRs need to be fully versed in understanding budget and business programs. PRs are very 

expensive employees and need to understand how they fit into park goals and mission. They 

should be able to articulate the role they play in overall park management and future planning 

issues. 

I am a filed level ranger with limited responsibilities regarding the budget and our division's 

resources. 

I have learned how to manage programs by taking on programs and trying to figure them out 

without much assistance or guidance.  This technique does not seem very efficient nor effective. 

Rangers are expected to lead projects and programs and thus require strong skills in this area to 

be able to accomplish this efficiently so time can be focused on higher prioritized skill sets. 

See above comment. 

This is SO critical for career development and we just do not emphasize it enough until you get 

into a position where you need to immediately become an expert at it. 

Connectivity and communication will advance with technology, the more that the NPS can keep 

up with it the more efficient our goals will be accomplished. 

Initially responsible for trails in the park, lead in fencing project for Kin Binola (outlier unit) and 

multi-year trails project for frontcoutry trails. 
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There really isn't a lot of developmental opportunities for supervisors and managers at the project 

and program management level.  These opportunities are usually heavily competed for only a 

few to attend and often involve benefitting accounts for park already strapped for travel dollars 

and ceiling. 

Important but we never do it... and if one park does, it's piece meal. 

I would typically rate this as extremely high however in my particular unit much of this authority 

has been tranferred to the park's administrative officer. 

The NPS does a poor job of training its managers in project management 

Funding at the park is suffering along with other NPS units 

I have a talented team of managers who are very capable of project managment.  Additionally 

they each manage a program.  Of course I also manage projects and programs. 

Field level gets left out of this with our current management. 

Ditto on my comments in Question 12. 

Proper management of our programs and projects   is an intregal part of all our jobs. I see ever 

decreasing budgets cutting proper execution and training of these. There is inadequate decision 

and development of business plans, use of resources, use of money. A seemingly simple business 

decision at the top affects the field drastically. This bodes to lack of operational experience. 

Ultimately  this will be a precursor to increased safety and resource protection issues. 

What funding? 1/14th of 1% of the Federal Budget. The National Park Service needs to find a 

way to get more support in DC. 

Initiative is the key for projects but it needs the support and a clear path to getting completed.  I 

have presented several project ideas and some have been approved but there has not been a clear 

path to completion of these projects for a variety of reasons. 

important in that I provide assistance to several program managers in OPH and ORM.  I would 

like to develop project/program management skills to move forward in my career 

Working to integrate other NPS and partner funding sources into wildland fire mgmt.  Feels like 

we are starting from scratch. 
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Our office is involved in this pretty extensively, but I don't have much to do with it 

I have very few budget responsibilities, but I do manage/allocate human resources 

As Chief Ranger I manage budget 

It appears that resources are generally not weighted heavily enough toward occupational S&H. 

I had to cut nearly my entire seasonal staff this year and supplies. 

Personnel need to recognize that project/program management is not just the responsibility of 

supervisors and managers, but everyone. 

no 

Free the ranger from redundant administrative tasks and focus the position on the 

accomplishment of our primary mission 

This falls under a leadership position and above. Yet, is still important, because an understanding 

of this will allow everyone to see the overall mission. This could possibly enable them to make 

informed observations as field units and pass up usable feed back. 

I would really like to see some structured training in this area.  Especially for Middle and Upper 

Management. 

Program management at the division level is severely limited do the lack of dedicated funding.  

Some programs are essentially programs in name only and are not tied into the larger 

management strategies of the Service. 

How it's important is by providing equipment and staffing needed to accomplish the job. 

Available resources to the NPS have very limited flexibility which stems from the archaic budget 

model used by federal agencies. 

This is one side of the job that I do not know much about. I would like to learn more as my 

position expands 

See comment in #12 

Very slow to get anything completed or fixed in my district. 

We implement new practices without the tools to make them work, so we are inefficient at the 

implementation and redundant. Productivity is not something that is measured or valued at my 
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Park. My time is spent making administrative problems for managers go away, not to protect the 

resource or educate the visitor. 

We are crippled by administrative tasks that detract from accomplishing our mission. This has 

accelerated in the last ten years. Frustration is high and we are becoming exactly what Albright 

admonished us to not become...just another federal agency. 

No. 

I think it is essential that I provide the necessary information in a timely fashion to my supervisor 

concerning the operational activities and needs of the lookout facility. 

This is an area which is important to our management staff, however I have not had a great deal 

of experience with budgeting projects and managing overall programs. 

Again, I feel I have no direct control over this type of management, however it does directly 

affect the performance and direction of those in my position. 

need more support for basic business management, need to create more effciencies to help 

leaders.  Program management systems that add value. 

no 

Trust feedback on management decisions from the people who are actually doing the job, not the 

decision-makers who answer only to DC and haven't been in the field for years or never even 

worked in the field. 

NO 

No 

no 

Firm believer in partnerships and being a team 

With tighter budgets and an erosion of the work force numbers, it is incumbent on us as 

supervisors and managers to manage our programs efficiently, and to get the most out of our 

employees and at the same time not burn them out. 
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I will add this to our leaders as well, those that are in charge today, whether it be a sub district 

ranger, district ranger and so on have made poor choices in purchases, money management an so 

on. 

These days I have to stretch our dollars very thin so am constantly evaluating where I should 

spend the limited funds and get the most bang for the buck. Safety always comes first. 

This follows question number 10.  We manage programs based on the dictates of a regional or 

national office, so it is important to our work.  We must follow the direction set out by those 

above us. 

I feel this area strongly and personally, because over 13 years, inefficiency (mostly stemming 

from politics and lack of budgets), poor field practices, and focus on the paved (rather than wild) 

areas of the park have left me with ever lower paying jobs and shorter and shorter seasons.  Ten 

years ago, I thought I'd have a career with NPS.  Now, although I love the park and my 

coworkers, I'm having to adapt my focus on other career prospects. 

N/A 

Protect the resources, not fund pet projects that have marginal benefits. 

Due to short staffing we are often times unable to complete projects or develop management 

practices that are practical for todays budgets. 

Need to provide more opportunities for individuals to get training, exposure and experience in 

these areas regardless of GS level or position 

It is critical that we manage our budget and other programs in the park. 

Yes 

More for Supervisory staff. 

Rangers are spending too much time on projects and managing programs.  Time that should be 

spent focused on LE preparedness and actually getting out into the resource that we should be 

protecting.  WHEN LE IS NOT OUR FIRST AND ONLY RESPONSIBILITY, RANGERS 

GET HURT AND KILLED! 

Don't have any idea about the funding in our park. it is kept at the higher levels. 
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There is nothing ""national"" about the National Park Service each park seems to run sovereign 

of any established business practice or park model and makes due with the direction set forth by 

the superintendent and superintendent alone. 

At the basic field level (the grunts in the field) this may not be as critical, but for those ""grunts"" 

to develop to supervision and Management, it quickly becomes very important. Should be 

applied appropriately as to not bog down field staff. 

Rangers are multi-faceted. We don't do just law enforcement. We do maintenance...we run 

boats...we do resource management...we do structural and wildland fire, etc. We have collateral 

duties and many programs. So, managing those programs efficiently is very important. 

Funding is a major complaint in issue within the whole NPS agency all the way down to the park 

budget. 

I have never had the occasion nor opportunity to develop this core competency. 

Need more of this. A ranger's interest and motivation to take part in this aspect is often quelled. 

I work with project/program managers every day.  Having an understanding of the core practices 

and how my position comes into play is critical. 

Projects are often needed, but seldom have time to get to them. 
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Is there anything further you would like to tell us about Wildland Fire and Aviation? 

 

NOTE:  All responses are recorded verbatim. 

 

I don't fight fire or fly. 

The numbers of qualified fire personnel in our region have fallen dramatically over the past 5 

years.  We are not training new employees anymore that are not in full time fire positions.  We 

are at the point where we can no longer manage our own fires on NPS land without support from 

volunteer fire companies and other agencies.  We do not train our  people due to cost and travel 

restrictions and have never compensated our people for assuming leadership positions on fires.  

Therefore no one wants to move up into supervisory positions in fire and the fire programs 

continue a downward spiral. 

Aviation is not as important or relevant as wildland fire.  Managers in other divisions need to 

support the program and understand the benefit to allowing employees this opportunity. I would 

like to see some sort of mandate that provides for this. 

Fire is the lifeblood of this park. I would like to see more prescribed burns taking place in order 

to mimic the natural order. 

I take a lot of pride in what I do.  It is a sad state of affairs to go backwards at such a rapid 

decline in a fire program that had such a rich history. 

Ruined by the system. The carding, task book nonsense is out of control 

Wildland fire management helps the Park Service in many ways, such as land management, 

wildlife management, natural resource management, recreational management, even in cultural 

resource management.  Through fire management parks can help manage road, trail, and 

boundary systems along with urban interface areas.  Cutting funding in departments such as this 

will surely have a major effect on the entire work force of the Park Service. 

The most important agent of change and largest area of risk to most park units. Pretty key to 

keep knowledgable and experienced personnel, although that boat might have already sailed.  

Undervalued historically in NPS and it shows. 

I wish I could have more involvement with Fire/Aviation. 

Collateral duty rarely performed. 
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This is only important for those personnel who work Wildland Fires, not all Law Enforcement 

personnel perform this task. 

No aviation. 

In the Southeast region, we are ""led"" by an incompetent Regional FMO. This is problematic in 

the region that does more actual fire management than all others combined. There is also 

considerable talent in the region. Money and expertise are squandered by lack of regional 

oversight and vision 

I feel the organization is stretched and has no clear identity.  I also feel the program would be 

better served as its own Division among the NPS. 

It should not be a separate function. 

Wildland fire is important but not a less essential duty. Law enforcement should have a roll but 

not out on the fire line. Only as an incident commander  to get the right resources coming 

Very minimal wildland fire operation at current park. 

Critical to the resource/public safety mission of the VRP division. WHY DO NPS ""FORESTRY 

TECHNICIANS"" not get classified as firefighters? Their duties are 100% dedicated to fire 

suppression. Many leave because of better pay,benefits and work life. They need to  receive 

higher pay. 

This area is too cut off from the rest of the NPS. Often times fire personnel do not feel like they 

are part of the NPS family. One example is that very few NPS fire employees are given the 

opportunity to attend NPS Fundamentals training (which is supposed to be fundamental to your 

NPS career) 

Even though we are red carded, going out on a fire seems not to be an option. 

I have a red card.  In two years, I have never used it. 

Wildland fire and aviation need to be separated for the purpose of this survey. Aviation is near 

completely funded by wildland fire but the majority of their missions are not related to wildland 

fire. Aviation has one of the largest employee death rates in the service and the program is not 

funded or staffed as it should be. 
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Even though we said we would waive the mandatory health insurance, since we have our own. 

We were told we could NOT be part of the Wildland Fire Team this year due to new policies and 

regulations regarding the Park offering it's employees health insurance. When the park did not 

have funds to do so. Even though I have my own health insurance. I could not offer my 7 years 

of Hotshot Experience, due to the park not red carding me. Even though the Nation is at a Level 

5 with all the wildfires out west. 

With reduced budgets we have to have the flexibility to let wildfires happen and burn naturally.  

The only way to do that is if we have taken care of the WUI beforehand with prescribed fire.  It 

is safer and more cost efficient for the public and our fellow Firefighters. 

would have been good to split out the two functions. They are not always related 

Maintain Red Card 

With the growing number of severe fires this year, and every year, it is disheartening that 

wildland fire budgets are being cut so drastically and that the fuels funding has all but 

disappeared. 

As a Chief Ranger, the management of the fire program was taken from my division and 

assigned to resource management.  Both my LE Rangers have fire in their standardized PD and 

no one else in the park is requied by their PD to do fire, but I do not manage the program.  This 

reassignment of duties affects my competences and current and future career development 

competences. 

We are the front line in the back country, knowing how to, and being comfortable to fight fire, 

protect structures, and protect people and resources is something that is extremely important. 

Aviation as well, if we need to evacuate someone, or need supplies quickly, you must be 

comfortable working with all types of aircraft, and personnel, etc. 

Intense wildland fire seasons year after year prove there is a strong need to for wildland fire and 

aviation in the NPS. 

I put this as important as it relates to emergency management.  Loosing connection to the 

NWCG and experienced gained on wildland fire would be a terrible loss to ranger programs.  

However, it looks like that is the direction the NPS is moving. 
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WLF and A have better accountability in their program then the LE program.  We need to raise 

the bar.  In my experience with Wildland fire I have not seen very good best practices involved. 

With the most active fixed wing program in the lower 48 and multiple ""fire militia"" employees, 

Wildland Fire and aviation are on the forefront of our operations. While I do not think that either 

program HAS to be under V&RP, I do think we are a major user of both programs and it's 

probably appropriate that we have an active hand in the management of the programs. 

Out of the Wildland Fire game, but aviation support is mission critical. Aviation is under utilized 

for law enforcement missions. 

If safety is so important why is it so difficult to hire a Project Aviation Safety Manager?  We fly 

about 12000 hrs per year but we don't have a dedicated position to insure safe and effective 

aviation use in the park 

hard to maintain qualifications (let alone add quals) with limited availability for either 

assignments or backfil 

n/a 

No 

aviation has been discontinued in this park.  Wild-land fire training is generally unavailable. 

Wildland Fire and Aviation should vary from park to park and not have Rangers have the 

certification unless they are allowed to go on fire details. 

Wildland fire should be a important component of my job but in recent years it has become 

optional now less than 30% of rangers participate. 

This is very important as I manage a fire program 

Yet I really enjoyed ensuring our little park sent out four ""militia"" firefighters, from three 

different divisions including interpretation.  I accomplished this with no fire personnel in the 

park, it was all done using Klamath Network resources.  FMO (Fire Mgmt Officer) FPA (Fire 

Program Assistant), FE - Fire effects, vegetation monitoring fire people ALL in different parks. 

None of those resources were here - oh and we did not have an AO (Administrative Officer) or 

any administrative support in the park getting the credit card issued etc. All accomplished 

through Network Resources.    I fear though, that the onerous level of requirements and time 
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commitment for all the training is whittling away our ability to have militia firefighters.     Drug 

testing  Extra training, haz mat, credit cards, first aid, cpr  30 percent costs borne by Division 

who is offering up militia firefighter for health insurance (required by law)   Ever tightened 

budgets and the loss of funds for fuels treatments, and the knowledge gained by staff during fuels 

treatment. That experience of being in rugged country not under the pressure of impending fire, 

allows a true understanding of the perils of firefighting in those conditions.  A group that was out 

in an area engaged in fuel reduction will place firefighter safety at the forefront, and speak 

directly to the amount of physical labor to climb the hills, slopes, in addition to the mental 

energy keeping track of the myriad hazards in the steep, rugged, remote, western mountains. The 

Labrador Fire in the Kalmiopsis Wilderness (OR) is a prime example of country that is too 

dangerous to put fire crews on the ground, particularly with the snags, half burned trees, and lack 

of vehicle access. There are no viable areas to make a stand on the eastern side of the fire, so the 

fire organizations evaluated firefighter safety vs. values at risk and decided to not risk 

firefighters lives in that area.  The loss of field experience and actual on the ground leadership 

experiences for employees. Militia firefighters bring back KSA’s in how to work for something 

greater than themselves, and working in concert with a group where preparation for various 

scenarios and contingency teaches and provides real world examples of why contingency 

planning is essential. The resulting process is then available for use when managing parks, 

explaining why a decision or course of action is appropriate in the management of a park. 

part of my day job. 

Core function and all. It would be nice if it had a dedicated funding stream and support for 

training, instead of unfunded mandates. 

Aviation is essential to my position in reaching my work area, patrols and understanding visitor 

access. 

I was a NPS Forestry Technician (Fire) for ten years before switching to LE 

The question is to open ended.  Were would I start? 

It seems only our supervisor is permitted to go out on fires.  We are told we need to remain red 

carded so we can fight fires in our park.  We have an outdated engine and we have brought up 

that our fire roads are overgrown and blocked by downed trees. 
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Public outreach and community education is an essential part of Fire and Aviation Management 

in the NPS.  Funding needs to be attained to make this a consistent part of Fire and Aviation 

Management, instead of a collaterol duty. 

most of the park is let burn, and we have no full time firefighter staff 

Not all employees can meet the demands of being red carded and maintain regular duties. Being 

red carded means being available for assignments at peak times and maintaining training. 

Currently a number 2, but if the program is cut from our park as discussed then we will have to 

play a larger role with fewer resources. 

We have been flying heli-ops for over a year and a half now without a heli-ops management plan 

in place.  With the amount of helicopter accidents in Hawaii it is amazing we have come out 

unscratched.  Our Wildland Fire coordinator is inept for the job and lacks leadership and 

competency to produce results.  We have no management policies. 

No 

Aviation is extremely important and above all other core competencies in my current position.  I 

would rate Wildland Fire as a 1 or 2 in my current position. 

Position title is Fire Management Officer 

Wildland fire and Aviation has no business being lumped into VRP. It is a totally different job 

and the employees are held to a different standard than LEOs. 

Aviation more important in my position than fire. 

This is a job requirement so we need to be at least basically trained. 

Leadership, leadership, leadership. Build good leaders, give good leadership training. Also, it 

would be good to require communication training for fire folks. This needs to improve with the 

field. 

Fire is important in our Park, but is not used (prescription fires) or occurs in abundance. 

I didn't get certified as a wildland firefighter because the park would have to offer me health 

insurance. I was a wildland firefighter for 7 years prior to my work with the park service.   I love 
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firefighting and I’m well qualified, but because the park wanted to save a little money I wasn't 

certified this year 

I am involved in both wildland fire and park aviation. While park management does not 

emphasize this focus for it's LE staff, I believe it is of great importance and fight to keep up my 

skill level. 

Well managed. 

I understand that money is very low at this time but our current fire program is the only program 

in our region that does not pay its engine boss and operators the same, even though our program 

does the same duties and at times more than other programs. 

Aviation is an important part of SAR, EMS, and LE, especially in Alaska.  Thankfully, I'm not 

and never have been a firefighter.  I think I would be spread too thin if I tried to do that as well. 

I am required to be a Wildland fire fighter.  I have only gone through the initial class and yearly 

refreshers.  I have not been issued gear, but I am expected to fill in at a moments notice. (Back to 

SAFETY is just a buzz word).  This will kill someone eventually. 

It is getting less and less important for a wide variety of reasons from increasing training 

requirements for both LE and Fire, separation of Wildland fire from VRP into Resource 

Management, etc. 

Minimal opportunity to get involved due to specialization of positions within my park. 

Currently within my park we do have a Fire Management Program but it does not fall under 

Protection.  I maintain my minimum quals but don't ever expect to get out on a fire as our 

staffing level hardly supports it. 

We have wildland fire here, but staffing is not adequate for us to participate until September 

15th. 

We should either adequately fund these programs or give them up.  Making do with what we 

have leads to injury and deaths in these high risk programs. 

It would be nice to use my fire training even though I work on the east coast currently,  I never 

get called up for fires. 
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I serve as a collateral duty FMO.  We have a hugh wildland-urban interface and have a receive a 

$60,000 annual fire budget.  We need dedicated staff for use to move from a reactive program to 

a proactive program. 

N/A 

We need to make this more professional and get it out of Law Enforcement Rangers hands and 

duties. We can not do all of this safely. 

In times of diminished suppression/project budgets it will be essential to maintain our core 

strength in leadership and mentorship, the park service has become somewhat specialized within 

our divisions, we may need to look at how we again become generalist. 

Assisting wildland fire operations is not mandatory in my position but having a prior wildland 

fire background, I still like to provide assitance and keep my qualifications up. 

I guess this is suppose to be important yet they will not let us out of fires so I have yet to be out 

on a fire even though I must maintain my fire status. 

In this park, the local agencies provide fire protection. 

Fire is an important part of the Visitor and Resource Protection Division, but I feel that Fire and 

Law Enforcement should be separated to develop specializations and strengths in each area. 

At this time my current position does not deal with wildfire or aviation. 

The current DOI push to make wildland fire a seasonal only operation is very short sighted, 

considering that Rocky Mountain had a fire threatening structures in December 2012. 

Additionally, it will lead to a long term loss of properly trained and experienced unit and incident 

leadership. Also, the recent quotes from DOI fire leadership indicating a major lack of respect 

for field firefighters show the need for a massive change of leadership within the DOI wildland 

fire program. 

I would like to see more separation between wildland fire and aviation.  We do a lot of aviation 

but very little wildland fire but many of the rules and regs associated with aviation come from 

the fire world and have no practical application in our aviation operations. 

Importance to my current positon  Fire=0  Aviation = 7 

Aviation is more important to me because for sar use than fire but it is a critical component. 
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Another area in which I think we excel. The aviation program at my site is run by someone who 

was able, after thirty years of federal service, to finally become a manager and that person is 

exceptional at what they do. 

It is good to have as a tool in the tool box but we don't do it enough to be any good at it. 

More HECM training availability would be helpful. 

I deal with aviation more than fire. Both are a major part of the agency. 

I would like to have more opportunities in wildland fire, but am not allowed to do so because of 

low staff levels. 

Current funding is making it very difficult to provide services to our visitors and employees 

Important to be able to help with fires in the park as well as other parks.  Being able to 

understand and explain the role control burns have in the park is a help for the visitors. 

Aviation is a critical tool when we need it. My knowledge and experience in working with 

aviation had made me understand risk involved and to make wise decisions about utilizing 

aircraft as a tool. I have worked with other rangers who have not worked with aviation as much 

and they do not have the same risk assessment and good judgement in when to utilize aviation. 

Fire is good. In shrinking staff times, specializing or finding time to do the collateral duty is not 

an easy task. Fire skills are quickly perishable. We need the staff to send rangers to a fire to 

maintain fire skills. 

This year I was excluded from Wildland Fire activities due to the necessity of ALL fire staff 

receiving health insurance.  Me and my colleagues are not eligible to assist with fire duties due to 

this HR requirement.  Once again, decisions made in an office far, far away effect actions on the 

ground in the park I work in. 

Leave it to fire employees. Let the law enforcement folks do law enforcement. 

Both are important.With reduced staffing we will not be able to fully participate in wildland fire. 

First of all, this should be two separate competencies.  Aviation is often used independent of fire 

operations, and vice versa.    The wildland fire refreshers offered to many parks (via several 

agencies) are almost worthless. 
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Aviation manangement is my job 

As a SAR coordinator over four park units, aviation can be misused on incidents and employees 

not fully aware of policies, safety requirements, etc., can lead to accidents. 

I think fire is a skill that could be better utilized by folks that are interested in fire and want to 

actively be involved. I like the way the Forest Service has specialized fire fighter employees. I 

would always defer to a professional who studies a field over a person who takes a couple days 

of training and wants a pay check boost. 

Only basic certifications maintained for law enforcement rangers. 

Leaders must be willing to release subordinates to gain fire experience 

Used to be very important, but not in my current position. 

Thomas Edison NHP is in a urban setting. 

none 

I don't do any fire abut aviation is important to the operation 

Its important however I am not trained in it and we have not had any incidents involving 

wildland fire this year. 

Wildland fire is not important to me at all - we have a large, full-time fire staff, and I would 

never be sent on a wildland assignment due to our workload here.  Aviation is a large part of our 

program here, so that discipline is much more important to me. 

In this age of operational leadership and the ongoing cry that wildland fire is extremely 

dangerous, why are we still tasking LE Rangers with this duty as a primary duty requirement. 

This is a competency with limited need at my current park.  We do not have an aviation program, 

but need to have some competency with these skills as we need to land choppers in the park on 

occasion.  Although many of us are wildland firefighter certified, we do not have a developed 

program here.  Despite large fires in the region in the last few years, my park has been 

overlooked as a resource to be involved in fire management. 

Key here..Pay your people what they are worth. 

nope 
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So many parks are moving away from using LE rangers on wildland fire that this seems almost 

irrelevant. 

At my current position I don't have many opportunities to participate in Wildland  Fire.  The 

opportunity for additional details would be appreciated. 

I have lots of WWF quals however due to case load and lack of employees I'm not allowed to 

leave the park. Staffing (law enforcement) staffing keeps decreasing. 

yes to aviation.  we do not respond to fire. 

I am incredibly frustrated that the wildland fire program nationwide is being slowly dismantled 

and continues to loose money in the budget process.It is impossible to do my job without a 

budget and staff. 

no 

To me very important but to supervisors not so important. 

We work with another park who provides support for our park in wildland fire management. We 

have a very small occurrence of fire activity in the park. 

We are type 2s but are never used 

We have been lucky here in the Northwest - I hope I'm retired if and when we have a large fire.  

Aviation compliance and paperwork have gone into the sphere of beyond crazy. 

Interagency MOUs 

Too many rangers no longer get the opportunity to get experience in fire and aviation. 

The prescribed burn application of fire management is essential to maintaining the landscape. 

Wildland fire and aviation position qualifications should be strictly enforced.  Positions should 

be controlled at a regional level rather than park to park.  Fire programs should not be at the 

mercy of one particular manager's ability to manipulate statistics to earn funding.   Better 

communication and leadership from management to the field staff will improve morale and 

overall productivity within the V&RP 

Certification for me as a wildland fire fighter is not relevant as my park has its own resources.  I 

have; however, been in parks where my wildland/aviation skills were more utilized. 
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Turn key, overly easy system. Many wildland folks have it easy, as they focus only on one skill. 

Due to sequestration, the wildland fire staff has been cut dramatically increasing the burden on 

permanent law enforcement to help on wildland fires. We also routinely use helicopters for 

rescue and must be cognizant of the regulations and policies governing the use of helicopters. 

Would be favorable to staff if this could rank higher, but as an urban park, obtaining initial and 

refresher training is extremely difficult particularly in these times of budget and travel crunches. 

This program is administered under the resource management division at my unit. This causes 

somewhat of a disconnect between rangers and fire, but we're doing better than several years 

ago. 

Where I work this is very important.  With numerous Lodges, houses, concession buildings all 

neatly nestled in a ponderosa forest, it is critical that we manage for wildfire. 

Experience, knowledge and certifications are needed to by managers that work in these activities. 

If fire fighting is going to be included in the duties of a Ranger having the correct training and 

skill sets is very important. 

Wildland fire and NPS Aviation should not continue to be considered within the same program. 

Wildland Fire has always been a separate entity at our park.  Aviation needs to communicate 

their requirements more efficiently . 

Through my career I have been exposed to very little opportunity to expand into the wildland fire 

world due to the requirements following September 11th, 2001. 

We need to continue to view this as a resource management function as well, at least the fire side 

of it. 

Think each region has a stake in fire and aviation, and can contribute to the militia for fire. PDS 

if implemented may reduce feeling of ownership and consequently participation in the overall 

program. May also make it logistically difficult. 

No 
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Wildland Fire and Aviation should not be lumped together even though they typically work 

together because some park's have extremely active aviation programs and limited wildland fire 

programs such as Glen Canyon NRA. 

Recent funding reductions to fire programs have hurt our ability to build a good wildland fire 

program. This has hampered our abilities to mitigate hazards in the wildland/urban interface we 

have with local communities. 

Pay is crap the way most of the over head treats us is disgusting. I'm sick of risking my life and 

being treated like crap. 

Critical to the protection of lives and resources in and out of park boundaries. 

I was able to go on a wildland fire detail this fiscal year and there appears to be increasing 

support for staff to participate in wildland fire. 

The park has very few wild land fires but does have a free engine wild land fire crew. We also 

have a pilot who flies approximately once per month. 

I work at the Grand Canyon which has its own helicopter for project work and SAR missions.  I 

work with it on a daily basis. 

While this is suppose to be an important role of the job competencies, if someone only performs 

a task once in a while do you think they would be proficient or dangerous (at best) at the role? 

Both Wildland fire and aviation have been critical components at each park I have worked at.  

This is not true for all parks. 

In my experience, our wildland fire and aviation program is confusing and tends to operate more 

independently from the visitor and resource protection program.  They appear to be managed 

more through NIFC and the NWCG, and not the NPS.  This is especially evident in the case of 

emergency medical response, treatment, and evacuation guidelines, and position taskbooks, 

No 

Due to task book and competency evaluations that expire after two years, fire has all but 

removed themselves from the traditional ranger position. 

Fire does a great job with leadership training and supporting their staff. 
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Wildland fire is an important component of resource protection.  Unfortunately we do not have 

local control of the program, managed by the region. 

Probably should not typically be in the VRP division at this day & age. 

Not every park has this element.   For east coast parks it ranks low.   For western parks, it's right 

up there on top.  Having worked western parks for 25 of my 35 year career, fire and Av make 

you better at SAR/EMS and ICS.   I think all permanent ranger should have at least one skill 

levels as overhead in an ICS organization.  Examples are Operations, IC, Plans, Logistics..  This 

is how you develop leadership skills.  The leadership of Fire and aviation should be a non LE 

skill.  There is just to much going on in this skill set to make it a collateral duty. So the 

leadership needs to separate.  But all rangers should be red carded and work on their wildland 

fire skills. 

THERE NEEDS TO BE MORE  PERSONNEL AND MORE FUNDING FOR THE 

PROGRAMS, THE CURRENT UNDER STAFFING DOES NOT ALLOW EMERGENCY 

RESPONDERS TO GET THE NEEDED TRAINING, OR ALLOW THEM TO GO ON 

ASSIGNMENTS TO INCIDENTS FOR NEEDED OJT. 

These are often combined elements that are not always applicable. Aviation is critical to my 

current current role but wildland fire is not. In fact, due to the aviation component being 

constantly linked to fire makes general aviation use (such as in Alaska) creates a management 

structure that only speaks fire aviation and not operational/program aviation. 

Aviation is a critical resource to accomplishing my mission in Law Enforcement and especially 

in the Alaska Region.  Absolutely critical. 

I would really encourage having an adequate number of highly trained and specialized wildland 

firefighters devoted almost entirely to wildland firefighting.  I don't think that collateral duty 

firefighters are very effective and can be a safety hazard to themselves and others - I would 

encourage following the U.S. Forest Service model in this regard.  (From a former U.S. Forest 

Service seasonal firefighter) 

It was more important but has become less so with the growth of the fire organization. 

A good understanding of the contracting and billing process is one of the most crucial aspects to 

this competency. 
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This is an area where the NPS is exceptional and gives me great pride. 

I worked on the west coast for 15 years, I also have worked on the east coast for 15 years. I think 

the difference is this category is valued more on the west cost parks than the east cost. There is a 

big difference between the two geographic area on how they feel NPS should contribute to 

wildland  fire and aviation management. 

Prescribed fire is a large part of what occurs in our park, therefore we are encouraged to learn 

and participate as much as possible. 

Red card ten years, one one day fire assignment. 

Aviation is an important tool in our park. Wildland fire is a high risk in our park. 

Two words: Southern California 

It should be important but there is no commitment outside the wildland program. 

without it CALFIRE would just crush dozer lines through the park. 

This category should be two parts and not one. I do not fight fires but I do have occasion to work 

around helicopters. Wildland fire can and should be an entirely separate job. To be really good at 

it takes more time than a Law Enforcement Ranger has time for and vice versa. 

Obtaining the adequate initial training or refresher training to obtain Wildland Fire certifications 

in Midwest Region has been difficult to obtain.  There are many skilled employees who wish to 

obtain Wildland Fire certifications that have not been offered the opportunity, 

Due to staffing shortages and the fact that the wildland fire seasons is generally during the 

busiest season for park units, fire has taken a back seat for those of us in V & RP. 

Aviation yes as we fly in park plain once or twice a year and aid in landing medical helicopters 

but wildland fire no. We don't go on fires and don't have many in park. Having this as a 

requirement for all rangers is a waist of time and money!!! 

I love working fire, I wold be all about doing it every year. I do not get to do fire work on a 

steady basis and think I have no place doing it occasionally. 

n/a 
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Here at GRSM, we in VRP maintain our wildland fire fighting credentials, and we are tasks with 

initial attack here in the Park. We are never outsourced for keeping up our experience and skills- 

the Park LE program is too busy. 

It is good to know but at some locations it is not as critical. 

Wildland Fire is another of my collateral duties. I have very little to do with aviation on a regular 

basis. 

I like wildland fire management and think it should remain as an important part of Protection 

duties/knowledge. 

I still believe that Initial Attack Fire Fighter I is a foundation for all Park Rangers, it is difficult 

develop these skills with today's professional Fire Management Staffs, due to their dedication 

and availability.  I have provided fire management leadership and program oversight in all my 

park service positions over the last 25 years. 

BE safe out there. 

I want to be red carded but we do not have the will to do it here. 

I think they do well with the budget they are given.  They are focus on their mission and do the 

job they  need with what they have. 

Maybe this information exists but I am not aware of it:  How many wildfire personnel of each 

type does the NPS need? Where is it most logical for them to be stationed (both primary and coll. 

duty)? Is it efficient to train, equip and send personnel from areas where they encounter very 

little or no wildfire? It seems inefficient and also high risk / low frequency for the firefighter. 

Helicopter management is a significant duty of mine 

Qualifications, skill and experience with this core competency are basically gone.  Unable to get 

FMO/MEVE to come to Chaco to give Work Capacity Test.  Most of the staff prior to this 

moment had reached the level of Helicopter Manager, Strike Team Force Leader but now cannot  

maintain a FF-2 level.  Very disappointed by this outcome, but having only two rangers makes it 

difficult to send ranger out on resource orders for their qualification level (to maintain that 

qualification) 

The park has small scale wildland fire program. 
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The Aviation component is more important to us than the wildland fire component.  With the 

costs and professional standards associated with wildland fire, we really can no long support  a 

wildfire program.  Aviation is extremely important to us for the visitor season.  Aviation is 

probably the best model of a program in the region that provides adequate training and emphasis 

for safety wtih funding and resources. 

We have an agreement in place with Mesa Verde NP to assist with Wildland Fire. 

As the NPS wildland fire program continues to deteriorate, park managers and staff need to 

regain capacity as more of the workload shifts to us at the park level. . 

We don't perform those functions in the park. 

This is my main job. I'm a FIREPRO funded employee. 

We have a fire management program at CACO.  This program and the significant staffing 

increase that occurred last decade with the NPS and USFWS fire crews has made wildland fire a 

much less significant collatoral duty for commissioned ranger staff.  Aviation program run 

through fire management program and very few flights occur at CACO. 

Other then dedicated fire mgt employees , most NPS emplyees do not get far in fire because of 

the lack of training oppurtunities and carreer development 

I would like to see a day when fire counts toward retirement 

this is important but this particular monument has a minimal wildland fire program.  Avaition is 

a component of operations in the park and my chief ranger is the liaison to the agencies who fly 

locally. 

Wildland fire is one of the most compelling reasons I became a ranger.  I believe rangers should 

be given full-reign to seek developmental opportunities in the wildland fire realm.  What I mean 

by full-reign is the highest degree of support possible from their chain-of-command to attend fire 

training courses and to participate in fire assignements, both at the local park level and on two-

week extended assignments.  Rangers should not only be allowed to do this, their chains-of-

command should actively seek out such opportunities for their rangers.  They need to let us go to 

training and fire assignments, and then NOT make us feel guilty for ""being gone from the 

park.""  Fire training and assignments are both outstanding ways to develop leadership qualities 

in our rangers, as well.  In fact, the ""L"" series of fire course, along with many of the higher ICS 
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courses and position-required course, such as Strike Team/Task Force Leader, Division 

Supervisor, Type 3 Incident Commander, etc. make excellent leadership training courses, and are 

perfect examples of what could serves as strong leadership training for our rangers. 

It is a tool that we use to manage natural resources, but how effectively can it be managed if the 

person designated to manage that program has never had a red card, fought a fire, or participated 

in that genre. 

I am rarely involved in these activities when the occur in and around my current park even 

though I have certs. This has been the cases at several others parks I have worked at as well. 

We are stretched too thin. Let others handle the fire. Let law enforcement do law enforcement. 

Aviation is extremely important to the rescue side of my job.  Wildland fire is not. 

Protection rangers staff the wildland fire engine in our park. 

To a certain extent the more I know the better I will be able to manage the FAM program, but as 

with emergency services I must retain highly competent people to delegate this to as it is truly a 

discipline unto itself. 

I answer a lot of wildland fire related questions and have flown before on a SAR incident 

We  do not have an aviation or a developed wildland fire program. 

I am the only FFT1 in the park, by PD I am the IC for all in park emergencies including wildland 

fire 

We spend way too much money putting out fires and supporting the fire program. We should cut 

back on available air resources. I feel they are overused 

Urban park. Management will not allow participation in western fire games. 

Consider either offering S-130 and S-190 as electives during initial LE training at FLETC as 

well as offering refreshers as electives so personnel attending FLETC for extended periods do 

not lose currency due to lack of a refresher 

no 

Essential core skill area for rangers 

It is a part of our job.  We need to know it.  Some of us, more so... 
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Explore all options and provide the right aviation tools and training for folks operating in 

emergency management. 

Have an occasional small fire and the staff is not sent out on project fires. 

Though I don't participate as frequently in my current position, I still need to upkeep 

certifications. 

my previous training in Wildland fire has helped a lot in this area. I was a Dispatcher for the last 

9 years before transferring to the VUA/ Supervisor. I have been able to understand the laws and 

regulations in this area much better. 

Competing duties and priorities make it difficult to fully embrace these disciplines. 

Its the most important, that's my job! 

Wildland fire is currently managed under another Chief and Aviation is under the 

Superintendents of two park units as we formed a Hub. 

Budget cuts are not good. 

No.   No longer red-carded at Type II wildland firefighter 

I would like to see law enforcement staff have a seat at the national aviation table which is 

currently controlled by fire. 

Without the current staffing and equipment levels there would be a serious safety threat to visitor 

and monument personnel.  There would also be a high potential to loose valuable cultural and 

natural resources in the monument without the currently assigned levels of wildland fire 

equipment and personnel. 

I have been red carded for 5 years and have not once gone out on a fire. I see my role in fire as 

supportive, in the event of a large scale incident, but fire has not been high on the priority list 

particularly in my current position. 

The park that I am working is a desert ecosystem and has little threat of wildland fire.  Also with 

new healthcare regulation for wildland firefighting, the park can not afford to Red Card seasonal 

employees. 
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Though my current park does not have a fire program, we are encouraged to maintain 

interagency certifications and have been detailed to fires, emergencies, etc. 

Wildland fire is not directly important to my position, however, the knowledge and skills 

available through WLFF trainings with reguard to ICS and Aviation is vital to safe and effective 

Emergency Management. 

Wildland fire could be more effectively integrated into VRP - it seems that it often separated 

from traditional VRP duties. 

Fire has the biggest effect on Wilderness.  Fire and Wilderness need a common basis of 

understanding, with common objectives on how to restore fire into these large fire-dependent 

ecosystems.  The old Fire Use Modules and the new Wildland Fire Modules are critical to 

success in getting large Wilderness Parks to have active fire programs. 

We have a good program but we struggle to meet red book standards and need more FTE and 

funding to operate safely 

I am the parks aviation manager and B 3 aviation safety instructor 

NO 

Aviation is essential, I would say the Wildland Fire Crew is not that necessary and we could call 

upon the Forest Service directly out the front gate. 

No 

We have fire department in town that assists with fires 

Striving to develop a more robust and proactive relationship between the fire as wilderness 

programs. 

Wildland Firefighters are hot, Wildland Fire Managers are awesome. 

Job requirement that is no longer supported by NPS. 

I am a wildland firefighter as well and I have no idea what the plan is for the park and the 

answers I get are ""if we had more money, we could do ... 

I manage our fire program which consists of 16 fire personnel to include a Fire Management 

Officer 
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The NPS appears to be dismantling the wildland fire program by reducing or completely 

eliminating funding for the Hazard Fuels program.  It appears that the NPS fire ""leadership"" 

would like to close ranks and create a program that's only big enough for initial attack fires 

inside our park boundaries and disregard the help we frequently provide our neighbors, which 

will, in turn, protect the park.  When we do that, we won't have enough personnel to do anything, 

inside or outside the park, so we're heading down a very dangerous road.  Aviation management 

has become not about flying at all, but about contracting.  For many missions, it takes nearly as 

long to complete the paperwork as it does to complete the flight mission.  We have contracting 

officers who attempt to tell us which aircraft is best for our mission, rather than listening to the 

folks who are most knowledgeable about helicopter performance and capability.  It's all about the 

cost of the machine rather than about the overall safety and productivity of the mission.  Aviation 

has become another aspect of the NPS that is driven by the administrative process rather than by 

the operational needs.  This is completely backwards management.  Administration and business 

functions should be designed to support the needs of operations.  Instead, we've designed an 

administrative system that attempts to dictate to operations personnel what's best for them and 

for their mission.  We've lost sight of our overall NPS mission. 

It's a shame that preparedness, detection (lookouts) and fuel reduction (fuels/fire effects crews) 

are being cut.  It's a poor investment strategy.  The suppression costs have soared, swallowing up 

other budgets (at least on some federal lands, like much of the Forest Service).  I also feel that 

budget cuts have led to cutting corners with suppression crews and missing leadership positions, 

contributing to the number of accidents and fatalities we saw this year. 

Living and working on a active volcano, we are at times dealing with rain forest ignited by active 

flow fronts. Having resources in HAVO is a necessity. 

Important, but other agencies could accomplish this. 

We need more firefighters and funding 

I am frustrated when our prescribed burning policies prioritize park areas that are near private 

developments outside our boundaries, at the expense of other needed areas in the park. We 

frequently do this to foster community relations, and to reduce liability, however I see it as 

encouraging private development on our boundaries, and rewarding commercial and private 

interests at the expense of our own interests. 
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Make ROSS more user friendly & changing passwords more easier. 

The majority of our staff is red carded, but have not been on any fire related incident in years. 

This is a crap statement and question. GRCA has one of the busiest Wildland Fire programs and 

you only want to provide two questions in this assessment? This shows a lack of support from 

the park. The only time GRCA employees want to support the Wildland Fire program is when 

they can make some overtime money. One of the best things about GRCA's Wildland Fire 

program is their innovation and passion about what they do. The success of their prescribed fire 

program reflects this and the village, visitors, and locals are overall safer because of their 

program. 

Wildland Fire and Aviation are very important to Visitor & Resource Protection programs. 

No. 

Although I believe that wildland fire is essential to LE functions, as often times we are tasked 

with investigating the cause of fire, within my park, per my supervisor, fire is not supported. 

Many of my colleagues once maintained their red card, only to not be able to receive training 

necessary to continue this duty. 

Obviously more important in some NPS units than others. but as a whole it is still very relevant 

and important for visitor and resource protection in the NPS 

Every Ranger on our staff is ""red carded""... That tells you how important it is. I'm working on 

a FFT1/ICT5 task book currently, for instance. 

I love wildland fire deployments A LOT. 

Due to the character of the natural resources in my particular park unit, wildland fire is a rare 

occurrence. Additionally, the park lacks the proper resources to manage any significant wildland 

fire incident. Most wildland fire incidents in my park unit are handled by BLM, USFS, and/or 

CalFire. Despite a demonstrated need and benefit, my park unit abandoned its aviation program 

in 2010. 

I do not think maintaining a red card should be mandatory for LE. 

Aviation is the backbone of our program. 

Due to staffing, my district was told we would not be participating in fire this year....something 

that disappointed me. 
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Aviation is important to public and work safety.  SAR aviation is critical to the position and very 

often practiced within missions. 

Gone are the days when rangers could (or should) be ""jacks of all trades"".  Law enforcement in 

the modern era is too complex and too demanding to try and combine it with a multitude of other 

disciplines and expect the employee to master them all.  When you have an employee who is a 

LE officer, a wildland firefighter, a structural firefighter, an EMT and a SAR technician, you 

don't get an expert in all of that, you get one who is mediocre at each of them.  True, there are the 

rare individuals who are capable of excelling at many disciplines but that is not the norm.  And 

that applies to the other disciplines as well.  Wildland firefighting is a complex and technical 

business.  It takes someone dedicated to that discipline to master it. 

I am required to maintain my red card and am willing to participate in call outs. I am not 

supported by the park due to consistant ""low staffing"" within the park. This occurrs when the 

call out does not include base 8.  We are the park SERVICE, not just one park but should help 

eacIh other even when it is uncomfortable for our budget. 

I appreciate my park's support in being red carded. I think that my training and experience in 

wildland fire adds benefits to the park, although many NPS units I have worked at have had 

limited interest in supporting these programs with LE Rangers. 

As a manager in wildland fire and aviation management specific to fire prevention and 

community protection, understanding of certain aspects in this field is extremely important to 

success within my program. 
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Is there anything further you would like to tell us about Structural Fire? 

 

NOTE:  All responses are recorded verbatim. 

 

There is no structure fire program in my region. 

We have ignored structural fire issues for so long we may never catch up with all the work that 

needs to be done to make parks safe.  Once again, no money to address problems and lack of 

training for structural fire coordinators is a huge problem.  A123 is the tip of the iceberg. 

I don't think Rangers in parks without their own department should be involved in this duty at 

all.  They are not adequately trained nor do they have the resources to properly carry out these 

responsibilities and ensure the safety of employees and visitors. 

Put more sprinklers in NPS buildings... 

Until somethign burns down. Dont have time for it, training for it.. should be a career field in 

itself not rolled into LE 

Important in a couple of parks no doubt, but not necessary at most. 

Difficulty in understanding what is NPS responsibility and what is under some other entities 

protection authority. Also when to engage and when to back away. 

Do not perform any structural fire duties. 

It is only important for those who need to perform the task not all perform this task. 

The NPS needs to get out of this game 

It should be left for professionals. 

It should be eliminated from one of our competences. It's to much money to train people and can 

be handled by local agencies more effectively. 

Minimal to no structural fire training at current park.  We rely solely on outside jurisdictions to 

conduct structural firefighting operations. 

Why do NPS LEO'S also have to be fire fighters? Why do they go to a 80 hour fire academy? 

The NPS needs to have a actual fire department in many Parks. This would provide 24 hour fire 

protection EMS services, while free up time to LEO'S to better protect the Parks. 
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Though there is a need for this in Yosemite Valley, It doesn't seem to be important to my 

supervisor to schedule me to attend weekly trainings. 

Our park has no structural fire program. 

Nearly every park has structures, cultural, and historic resources which must be protected as part 

of a comprehensive structural fire management program. Imagine the loss of Franklin 

Roosevelt's home, a devastating fire at Mount Rushmore Visitor Center, or 12 killed at the Old 

Faithful Inn do to a fire. This program is essential to the mission of the NPS. Failure to prevent 

the coming disaster will attract more attention than just that of CNN. 

ON structural fire brigade. 

While I have been told I am the structural fire coordinator, I have no official documentation to 

this effect and I do not receive recognition concerning program responsibilities. 

We don't have much for fire fighting equipment, but we do know how to, and need to know how 

to fight, and/or put out structural fires. 

Critical program that was often underfunded and unsupported in the past.  The NPS now has a 

excellent training program in place to address this. 

This program involves every division within the Park Service yet gets very little support. 

In my current park, structural fire is non-existent. In other exclusive parks (IE-Yellowstone, 

Yosemite) it is important to have a well funded, trained and regulated fire brigade for people 

who WANT to be engaged in structural fire fighting. It should not be a forced collateral duty as 

it is in these park units who do not have the luxury of a staffed local, county or state fire 

response. If you're going to force employees into performing the duty, money is needed to train 

people effectively and safely. Money is one thing there is a lack of. 

Our park is trying to have a structural fire program, says it does, but we don't maintain a standing 

team of engine operators. 

For my current position, I have an active role in structural fire and have seen the need for the 

NPS to have a structural fire program. For remote areas, it is essential that we have trained, 

qualified and competent staff in structural fire because there are no other options to protect park 

lives and property. I think the NPS has not taken the prevention aspect of structural fire seriously 
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but is an area that can make the biggest impact in saving structures and lives. I would like to see 

more people qualified (and assigned the time) to conduct building and sprinkler inspections. 

Having a structural fire program can look expensive but what would be the cost for losing one 

life or historic structure? 

The program is just dreadfully underfunded. Having Page, AZ as a training center makes no 

sense, out in the middle of no where, no airport, etc.. This program cries out for centralization, 

one brand of SCBA's, nozzles, etc... 

Structure fire is a challenge in the NPS.  Often we lack sufficient trained personnel to operate 

within policy and safety guidelines.  A critical evaluation of the viability of a Structure Fire 

program per park needs to be done.  This should be done by an impartial organization. 

Structural fire is something that the national park service needs to get out of.  We do not fund it 

to the point that it can be done safely nor are we professional fire fighters.  I was assigned as the 

parks Structural Fire Coordinator but I have not received any training concerning that position.  

The regional Structural Fire Coordinators need to play a more active role rather then just pass on 

the data calls that they recive. 

Again, hard to maintain required training with no one else available to cover LE responsibilities. 

Here at Lake Mead we have move the oversight of this competency into wildland fire through 

cross-training and making the position a fire chief. This has shown a marked improvement in 

standardization and regularity of training. It has also provided additional resources to fight 

structural fires and provide EMS assistance on a more regular basis 

No 

Fire training is limited available. 

Structure Fire should vary from park to park. Most or some parks have MOU's with County and 

local fire departments who are better equipped and trained. If NPS is going to have a structure 

fire program we should receive more than 2 weeks of training as it is hazardous duty. 

We do not currently have a structural fire program. 

There is little incentive for Superintendents to support fire prevention efforts as, training and 

equipment are expensive. Plus, if a building does burn, there are few negative consequences for 
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managers.  Seriously, if the building gets rebuilt, then they can put on their resume all that 

project management, how they saved money, got a green building - and the local Congressman 

who helped get it funded gets a new building cut the ribbon the photo op.      Structural Fire 

needs more than the LE Division participating. Again it is something that can be done by lots of 

folks, it does not require a commission to do that.  There is little support from other division 

chiefs to have their folks working on the engine company - even if their employees would like to. 

Wildland fire does not require monthly training to maintain proficiency as structural does, 

combine that with no outside money coming in for that - as it does once you train someone up 

for wildland fire assignment, managers is an ever tightening budget climate with few personnel, 

and a mandate to keep the VC open, and clear the trees from the trail, preparing for something 

that likely will not happen, meh? why bother.    I can also tell you that when you have a park 

where the LE staff has to do all of the disciplines, LE, SAR, Structure/wildland fire, and EMS - 

oh and then add supervision on top of that, and some stuff has to go, you cannot be competent at 

all of it. Depressing - I loved when I got to do structure fire on a reg basis, but got out of it for 

awhile and my skills and knowledge went to hell since I was concentrating on other things 

(running a division). 

awful lot of work goes forth that essentially says get out of the building and call 911, check your 

fire extinguishers once/month, etc... I realize there IS more to it than that but 

See above comment regarding funding. 

no 

no program in place 

See question 8. Structure fire programs need dedicated individuals that have time to spend on 

training and skills. 

Local FD is the responder so why we have to spend so much time in the planning mode is 

ridiculous. 

Extremely important to this park but when it comes to leadership and policies we have none.  

Training is conducted by GL-7's and is irregular.  Fire prevention is non-existant do to lack of 

monthly inspections of extinguishers, ancient infrastructure that precludes the ability to test fire 
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hydrants (water mains break), petty fights over who is to maintain sprinkler systems which are 

now obsolete.  Total lack of leadership and forward planning. 

Employees should be given opportunity to complete Fire certs on the job, as NPS requires LEO 

to be an EMT, Firefighter, ect.  It costs a lot to complete these training's on your own, and most 

of us can not afford to pay for these training's that are required for permanent jobs in NPS. 

Completely ridiculous to have this question. Fire fighting is completely different than LEO 

positions and has zero to do with Law Enforcement. The NPS Fire program should be separate 

from the NPS VRP program. 

I have been PROVIDED the training. 

In my jurisdiction, our fire department is the only one unless you want to wait an hour for 

response. WASO is very good at helping the parks have their firefighters trained, but if this park 

is to ever run effectively, we need to be able to have good continuous training available to us. 

Your only as good as the knowledge you have and the ability of your last set. 

Education is good, but at our Park local fire departments take care of any structural fire incidents 

within the Park. 

This is my third year at the same park, and I still don't have structural fire training. The park I 

work at puts on the training each year. I’ve asked each year if I could attend, but I keep getting 

excuses. I've seen other co-workers go. It seems, you have to be friends with the right people 

We do not have a structural fire program at this park. 

The NPS has failed to put the necessary time, training, and money into the structural fire 

program to make it run in any reasonable manner.  I feel fortunate to have assiting agencies to 

respond as we do not have ther resources to support a structural fire brigade. 

The structural fire program has been very well run. 

It should be kept separate.  Rangers have too much to do as it is.  How can we know enough to 

operate safely if we had to do structural fire to?  We would have no life outside of work. 

Not at Lake Mead.  Boulder beach is 5 miles from town.  Katherine's Landing is 5 miles from 

town.  Why are we keeping an engine at these locations being taught by someone who ""likes 
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fire"" and happened to become an instructor....Having NEVER been in a structure fire outside of 

training. 

We have no structural fire staff or equipment in this Park. 

Our Structural Fire program was turned over to the County Fire Department.  I have perviously 

been trained and was a member of a Fire Brigade and the skills were maintained and used in a 

prior park but all those skills have gone by the way side in my current park. 

Not applicable here. 

Again Structural fire is a collateral duty, do not do it our self, we have agreements with local 

FD's. There is a strong need for more structural fire program training, to address the prevention, 

detection and inspection functions. 

N/A 

We need to make this more professional and get it out of Law Enforcement Rangers hands and 

duties. We can not do all of this safely. 

Structural fire in the National Park Service is poorly executed and there are not funds to make 

the program better.  Many people are under qualified for operating a structure engine and there is 

no opportunity for training.  There are also a lack of personnel to operate the structure engine.  

The structure program should be minimally operated like a volunteer fire dept.  with the amount 

of training required and funds should be made available to hire a individual that is a structural 

firefighter and traditionally trained with structural experience. 

Becoming it's own specialty, but needing front line involvement in various respects. 

Fire is an important part of the Visitor and Resource Protection Division, but I feel that Fire and 

Law Enforcement should be separated to develop specializations and strengths in each area. 

At this time my current position does not deal with structural fire. 

Our structural fire program is currently held together with duct tape and the hard work of one 

collateral duty ranger. Our LE division is not large enough to provide sole staffing for a 

structural fire brigade and we currently have no brigade members from outside the Visitor and 

Resource Protection Division. 

In remote parks even a small brigade is critical. 
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Structural fire in the NPS is a joke. This program exists solely for the agency that runs it and the 

overgrown boys who spent their youth playing with Tonka firetrucks. Nearly every fire call we 

have in my work unit features call outs to every available sub-district due to lack of available 

resources. We never have proper staffing levels for drivers, engine operators or firemen. 

Structural fire in the NPS is an antiquated program from another millennium that has long ceased 

to be relevant and is sure to get someone killed. Let's hope enough responses like mine come in 

that generate serious discussion at the WASO level for the extinguishment of this program. 

Yet another unfunded mandate.  The A123 Audit is a great example 

We have no other source of structural fire response due to location. So here it is highly 

important. 

No structural fire in my park. I wouldn't work in one that did have it.  It seems like this is 

something that if needed should have a core staff of full time firefighters and only be 

supplemented by a ""volunteer"" part timer community. Hey! We have a fire component to the 

organisation (see questions 15, 16) maybe they should do it. Why the hell are the cops doing 

Fire?!? This jack of all trades crap has gotten a lot of people killed. Every time management cant 

figure something out: ""Hey I know, give it to the Rangers! 

Very important but a lot of times, seems to be the least train in because of the other duties we are 

called upon to perform. 

This is a high risk, low frequency event that needs to be evaluated at each park for need. 

Should not be a Law Enforcement Ranger function unless the park has a structural fire 

company/engine crew. The GS9 field ranger's time is misused having to deal with systems such 

as FBMS/PMIS/ECT.  This has the biggest negative impact on my job performance and moral. 

Important for general employee and visitor safety. 

In the parks that are remote and have the equipment, it is critical. I personally love structural fire 

and enjoyed being a part of the operation. It is again one of those fields where other divisions 

help out, but the ranger division is the leader. 

Rural or remote parks. Let's keep rangers safe. If there is a local fire department that can get to 

the park in a reasonable time...they specialize and train all the time. Rule #1. Keep our rangers 

safe. 
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Not much import to my position 

Our park does not have a structural fire program. We  would need additional funding and 

training. 

We have a structural fire program here at our park. We do not train as much as we should. It is 

unsafe practice to not train. We need to either train more or get rid of the program. 

I am currently the Park Structural Fire Coordinator(PSFC). 

Although we don't have a structural fire program at this park, prevention is still important.  

Unfortunately, it isn't always taken seriously (we recently found out that our alarm system hadn't 

been connected to anything for several years). 

Not my favorite thing to do but I understand it to be an important part of our operations. 

Local fire department who specializes in structural fire is close enough and trains exponentially 

more often that we could. Again, let the experts deal with incidents they specialize in. 

Not used in my park. 

Depends on the park 

Do to the historical significant of Thomas Edision NHP having a Law Enforcement Ranger and a 

ranger who has working knowledge in Structural Fire is as important as having law enforcement. 

none 

We no longer do structural fire at my park. 

I'm a structural firefighter, and I'm terrible at it.  We don't train often enough in this low-

frequency, high-risk discipline, and as such I'm barely competent.  I obviously do not want to be 

barely competent, but the workload here is so heavy, that I cannot carve out the time to be good 

at this when I have so many other high-frequency disciplines that I must be good at.  This is the 

emergency services discipline that occurs least frequently in my work area, so it's the one that 

I've been forced to let slide in my skillset, which makes me more than a little uncomfortable. 

Current park is so close to a urban area the local fire professionals do this. 

My park's structural fire program (2 engines) was dismantled this year, despite our rural location 

and distance to other fire departments.  It seemed that this program was deemed to be too much 
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of an expense, which the park could not figure out how to equip, train and staff properly.  I feel 

the dismantling of the program was shortsighted due to our remote location, and proximity to a 

major interstate and railroad. 

Key here.. Professionalism. Our agency can not continue to rely on a volunteer/collateralize -

based  militia...See above #16 

nope 

Very few parks have a structural fire program, however those that do generally seem to take it 

seriously.  I have been lucky enough to work at parks that maintain a structural fire program.  

Unfortunately, this is a skill that will be very difficult to maintain given the small number of 

parks that do structural fire. 

It is a required component, but we do not get very much experience.  Like so many things we do 

it is difficult to maintain proficiency when you have so many other duties. 

Structural fire in this park is limited to permanent staff. Seasonals are not invited to become 

involved. 

This should not be required of the law enforcement ranger. This is too technical of a discipline 

that requires too much continuing ed hours to know what you are doing. 

Our park recently disbanded the fire company operation due to inability to meet the ever 

increasing demands of training, equipment, qualification currancy, etc.  We have several 

buildings in the park, so have an active fire program aside from suppression.  We maintain alarm 

systems, fire extinguishers, sprinkler systems, and conduct periodic structural fire inspections. 

I don't do structural fire in my position 

County provides better service then we could provide and justify 

depending upon municipal response . . 

Rangers need to be exposed to fire management earlier in their careers. 

At a bare minimum V&RP staff should be trained on basics of fire alarm and evacuation 

procedures and techniques.  Training on how to coordinate a response to a structure fire would 

greatly benefit all V&RP employees without them having to become structure firefighters.  
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Better communication and leadership from management to the field staff will improve morale 

and overall productivity within the V&RP 

My previous park was set to send me through the training, when I was hired on by my current 

park.  I was promised when hired that I would be sent through the training, it has been 6 years 

and not occurred. 

All permanent law enforcement rangers are also on the fire brigade. Honestly, we know just 

enough to be dangerous. We have too many certifications and skills that we need to maintain to 

be really good at all of them. Structural fire is probably our weakest area. 

Outside of mine, and most employee's skill set.  However, we have experienced two major 

electrical fire incidents at the park.  The local fire department is the primary agency on any fires. 

We have seen vast improvement to the structural fire program in the last five years. However, 

there are still critical gaps in both or capabilities and the infrastructure to support the program. 

Staffing cuts and budget reductions seriously hamper our efforts to provide structural protection 

at the park level. 

I would like to have more Rangers certified in Structure fire. 

We need help in the field with structural fire inspections, testing, and maintenance (ITM). I 

suggest certified personnel in each region available to conduct required ITM to park units instead 

of individual units trying to contract this out as it can get extremely expensive. 

At my park I am not responsible for Structural Fire Suppression. 

our structural fire is volunteers and utilizes too many callouts without checking out the report 

beforehand. 

The structural fire program is handled through MOU's with local fire departments. 

We lack time to train enough in structure fire. Its one of the hats we wear. Compared to a full 

time fire department, we are on the volunteer quality skill set and get by minimally 

The NPS should consider getting out of the structure fire business in areas that have local fire 

districts adjacent to the parks. 

MOU with the City 
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Need to work on better access for structural fire to make IMARS entries. Ready access will 

facilitate timely and accurate reporting. 

No 

Again, due to funding constraints, structural fire seems to have taken a back seat to other 

programs in the service. 

training is a joke and you need to make people using SCBA's do a spirometry your going to kill 

someone 

Critical to the protection of lives and resources in and out of park boundaries. 

No structural fire in the recreation area. 

We receive inadequate training and leadership in this dangerous duty. 

While this is suppose to be an important role of the job competencies, if someone only performs 

a task once in a while do you think they would be proficient or dangerous (at best) at the role? 

Leave it up to the trained professionals who do this as a primary task in their role/function. If one 

is expected to perform a task once in their career, do you deem it dangerous or proficient? 

Structure fire knowledge and training etc have been important at only 2 parks I have worked at. 

My current park area does not support a structural fire program beyond a mutual aid agreement 

with the local fire department. 

This is a program which needs more funding as each park again has their own park specific 

challenge when it comes to managing  Structural Fire. 

In half the parks I have worked, the structural fire program resides under maintenance, in the 

other half, rangers.  It is a program without a home and NO FUNDING. 

Adjacent towns fire departments response.  We do pay a fee for their service. 

Without our structure fire program, there would be no viable structure fire protection from local 

communities in a time that would save lives or property.  Rangers serve as firefighters and 

although extremely important, this takes away from the time they can spend on law enforcement, 

where we are already minimally staffed and only addressing major problems. 

Not enough time and resources committed to the program in the NPS to do it right. 
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At Acadia we have several fire departments and are very close and provide that service.   At our 

larger western parks, I feel this is a skill that all rangers should participate in but the leadership is 

a special skill that should be Non LE.  There is just too much regulations and inspections to give 

make this a collateral duty to and LE ranger. 

NPS FIRE ALARM SYSTEMS ARE ANTIQUATED, AND NEEDS FUNDING TO 

UPGRADE THE SYSTEMS 

Very little work at current position as no structure fire is performed, only managed for employee 

safety and policy. 

No 

While we have no structural fire program we are required to have certified structure personnel 

for fire inspections, hydrant testing, etc.  Again, unfunded mandates of little apparent value to the 

operation. 

While this park does not have a structural fire program that utilizes its own engines, there is still 

lots that we need and are expected to know. 

This is another area where the NPS should be proud.  The only thing I have to say is that 

Structural Firefighting is a professional skill, and we need to make sure that we are meeting the 

standard qualifications. 

Under staffed and under trained despite great effort from the the first line supervisors. 

It used to be a 9, but over the years and eroding budgets it no longer is where parks are near 

outside resources. 

We rely on outside agencies for structural fire. 

The fire department closest to our park is approximately 30 minutes away not including their 

response time. 

Three words: Wildland Urban Interface 

I am not currently trained in structural fire. 

Leadership, staffing, training and equipment are all problems. The park is too busy trying to do 

its own thing with Clark County rather than working at getting people qualified within the 
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established National Park system. The park system as a hole, with a few exceptions, thinks 

structure fire is a good thing to have without funding it properly. 

Could be important. NPS could be a local resource  However, LA County has more resources, so 

NPS not needed. 

Not only do I not fight wild fires but I do not fight structure fires. Almost no one in the NPS does 

fight structure fires in any real way like a municipal fire department. Again, this is a duty that 

can and should be entirely separate and specialized, not a collateral duty for Law Enforcement 

Rangers. 

There is a plan in place, but the law enforcement personnel at this unit do not perform this 

function. 

I have working in areas that do have structural fire programs and none of these units had enough 

staff, funding or time to do this function professionally.  This is a high risk, low frequency 

segment of this profession and may potentially be an area of liability for the NPS. 

Complete waist of time money and resources that is a ""requirement"". We are required to have 

it but never use it nor do we have the personnel, need or apparatus even if we had the need. 

I have gone through a State Fire Academy but do not work in a park that utilizes my skill. 

n/a 

No 

We need to leverage the skills and abilities of local fire departments more. There is no need to 

replicate their services ourselves if we can partner with them. 

There is a lot to it and being a smaller park again Structural Fire Management is one of the many 

hats we wear. 

PRs have the overall responsibility at this park to manage struc fire and need to know how to 

foster partnerships for a successful program. 

Structural Fire has been important is some of my park service assignments, but prevention and 

inspection seems to be taking on a new level of importance in today's era.  Not sure where this 

one is going although the knowledge and experience I use frequently. 
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Emergency Action Plan, we don't even have a ""how to get out of the building"" escape plan.  

Very frustrating as a volunteer firefighter. 

Less important at my current location only because we rely on outside entities for response. That 

being said, it is extremely important in park's that are the only response. There is typically not 

enough funding or training to keep all equipment and personnel certified to a level that is safe. 

One of the scariest core competencies. We typically can do enough to get ourselves in trouble 

where STFR is concerned. 

I work in a city so structural fire is left to the people that do it full time. 

A concern in the work place but not a priority of mine 

We have nothing for qualifications and any ranger transferring here will see their skill and 

qualification erode. 

There is a disparity between the A-123 compliance with requirements for structural fire and the 

amount of funding and support afforded to parks  to ensure compliance.  Most of the SF 

managers in the region are collatoral duty and have yet to receive any official SF training for 

managers. 

We need regional contracts to handle smoke detector inspections, fire extinguisher checks and 

inspections 

As with Law Enforcement, we depend on local Structural Fire Department for response to 

structural fires. 

As a park superintendent, I do not perform structural fire but I oversee and manage it. 

Structural fire is a secondary responsibility/collateral duty and not required of Law Enforcement 

in every park nor is it listed in position descriptions.  It seems unfair/not possible to make an 

item an essential competency when it is not required, needed or available to most of the Law 

Enforcement in National Park System. 

MOU with local fire departments makes this less of a priority.  I worked at isolated park units 

and have Structural Fire, level I training.  This is not as critical a component in my current 

position. 
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Structural Fire management is an area that the Service is growing in.  I think as an agency we are 

all getting more knowlegable and will always rely on the experts in the field. 

I do not do structural fire at my current park, but I did at a previous park and served on a 

structural dept. off-duty at a second park, so I understand it's importance.  I would love to work 

at a park that has a structural dept. again some day in the future. 

The NPS structural fire community has made strides in more adequately providing training and 

assistance to parks, however, I continue to see folks with inadequate backgrounds and interest 

designated as PSFC's. I see a new wave of regional fire staff being hired with no knowledge of 

NPS operations. I think this is one of the most important programs we have to date, yet, no 

funding ofr compliance and parks can't afford the compliance. Consequently we go with little to 

no protection of these resources. 

Again too many skills for a Ranger. We need people who are more specialized. 

Structure Fire should not be a collateral duty.  It is just as dangerous as law enforcement.  It 

deserves the same full time and attention. 

I'm the PSFC for the park.  I'm the only Engine Company Fire Officer in the park.  The 

neighboring VFD suffer's from a lack of training and qualified firefighters to respond a qualified 

engine to the park in the event of fire or vehicle crash or hazmat incident. 

Our program, and we are not alone, is struggling.  A successful model (or a program with some 

successful components) against which to compare would be helpful. 

Partnerships are critical for our unit.  In my experience the NPS is lousy at prevention and 

building code.  Because this is low frequency high risk it is easy for park management to defer or 

ignore.  I hope more emphasis goes into SF in the future since the private sector relies on their 

fire departments for all emergencies. 

I have no strucrural fire duities, beyond assisting in the managment of the structural fire alarm 

systems. 

I am the Park's Structural fire coordinator 

Often overlooked or deemed a far secondary importance to the LE Rangers job. 
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We've disbanded the brigade and all fire suppression activities due to lack of support. We've put 

all efforts into fire prevention 

no 

Essential core skill area for rangers 

It is a part of our job.  We need to know it.  Some of us, more so... 

Local fire department would handle any fore events if they were to occur. 

I am still required to keep up my certification though I may not use it on a regular basis.  

Supervisors have been supportive of this requirement. 

National Park Rangers have too many collateral duties as it is. Structural fire is something that 

requires a lot of training and should be done by professionals. 

same as above. I use my training from my previous position with also. 

Structure Fire prevention and awareness is every NPS employees responsibility. 

Pro Board is a joke!  After attending the Phoenix Fire Academy (250 hrs), certified as a 

structural firefighter for 18 years, and I have to go through another 80 hour course to be certified 

to NPS standards? 

With competing duties and priorities there is not the time to put into structural fire that it 

deserves. 

Not really important because we do not respond to structure fires 

This is more important than indicated here since we seem to see no value in this and do little in 

this area. 

We are under a 1,2,3 program. We have no structural engine response but monitor and inspect 

systems. 

No. 

As stated in Question 3, the remoteness of the facilities in this monument require an on site fire 

suppression force with the knowledge and skill to safely provide the necessary structural fire 

services. 
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Our park does not have a structural fire brigade and does not have a structural fire program. I do 

feel this is an important element of the VRP division in many other parks though. 

Like wildland fire, Structural fire is not directly important to my position. however, the 

knowledge and skills needed for safe performance of MVA evaluation and response is necessary 

to maintain personal safety. 

Need to make sure that we realize that structures in Wilderness should not always be treated the 

same way as structures outside Wilderness.  So we just need some sensitivity to Wilderness. 

No 

NO 

This area is so essential it would be great if we had specific full time Structural Firefighters.  Yet 

we have 18/35 Law Enforcement commissioned rangers are tasks with this collateral duty. 

No 

see above 

I 'm the Structural Fire Management Program Coordinator. We have a few facilities within our 

park but no structural firefighting apparatus or certified staff 

We are remote and isolated and provide services for the town closes to us, but when do we have 

time to train and keep up and be proficient. If I have a collateral duty I want to be proficient, not 

just pass the NPS training and get my certificate 

We have local fire departments whom we have General Agreements with who will respond to 

structures on fire within the park. 

Structural Fire is another one of those areas where we expect people to maintain certifications 

and qualifications on top of everything else they do.  Only a couple of parks, Yellowstone, for 

example, have fully funded structural firefighters.  The rest cobble together a ""brigade"" based 

on collateral duties - similar to a volunteer, rural fire department.  Only people don't have nearly 

the time to devote to training and development.  In many cases, the NPS would be far better off 

taking what little funding it has for Structural Fire and donate it to local fire departments just 

outside the park areas and have them support the program.  Rangers can't do everything and can't 

be great at everything.  This is one area where we've been lucky that we haven't severely injured 

or killed someone.  Good luck reinforces bad habits.  The NPS needs to move away from 
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Structural Fire in all cases where a city/county/rural fire department is within a reasonable 

response time/area.  Fund them instead. 

At Mesa Verde, Structural Fire doesn't get much institutional support.  A lot of our structure 

protection is focused on strategic hose lays and fuels reduction.  I think we're decently protected 

from wildfire in the summer, but terribly inadequate for structure protection in the winter (due to 

lack of a weather-proofed bay, meaning all engines are emptied of water during freezing 

weather, and a lack of people to fight fire, because most qualified personnel are summer 

seasonals). 

HAVO has a medic and engine 19 in the park. 

Important, but other agencies could accomplish this. 

We do not receive enough ongoing training to be proficient at this. I am working very hard to 

improve this reality, but it is extremely hard to accomplish a midst all of the other important 

training needed to be a full-service protection ranger. 

Local agencies handle all aspects of Structural Fire within our park. 

Wildland firefighters in the NPS should be cross-trained in both wildland and structure but right 

now that only happens if you are in one of the large Parks 

It is important that we protect our structural resources. 

No 

Structural Fire Department programs are an important part of the Emergency Management 

framework and must be evaluated at each NPS park, site, monument........ for efficiency.  

Structural Fire Engine Company Parks are not being funded efficiently to provide in some cases 

basic personnel protective equipment and safety gear to employees participating within 

Structural Fire Programs.  National Fire Protection Association standards are the governing 

authority and must be met (= funding structural fire programs). 

We don't have the frequency of events to make people take this program seriously. 

this burden should be the responsibility of the local Fire Dept 

Obviously more important in some NPS units than others. (availibility and proximity of other 

fire fighting agenccies to a particular park unit.) But as a whole it is still very relevant and 

important for visitor and resource protection in the NPS 
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Structure fire incidents in my park unit typically consist of motor vehicle fires. Occasionally, a 

dumpster catches fire or a propane tank leaks. The volume of structure fire incidents is sufficient 

to maintain basic competencies, but insufficient to master them. 

See comment above. 

As a fire marshal I rely on structural fire protection and prevention principles every day to make 

decisions and assit others in management of various park operations. 

This continues to be the ""bastard"" child of the NPS.  Inadequate dedicated funding is available, 

resource values are extremely high, and local municipalities are also hurting for funding and are 

not overly interested in taking over our problems.  It will take additional money to truly protect 

these resources. 
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Is there anything you would like to tell us about Wilderness Management? 

 

NOTE:  All responses are recorded verbatim. 

 

I have no issues with established wilderness.   Looking at national parks for future wilderness 

designation when it is a long established national park is in my opinion short sighted and a bad 

PR move on the part of the NPS with it's local communiites. 

Should not be part of V&RP LE 

NPS has gone off the deep end here, driven by extremists within the agency, environmental 

groups, and Carhart extremists with their interpretations of a fairly simple law. 

I work at Independence National Historical Park. It is an urban Park and there is no Wilderness 

Management required at this site. 

Wilderness management in this unit is simply lip service. Large wilderness=Low Priority 

I am only prepared through self-study of wilderness courses. 

Some areas are not patrolled as often as needed due to lack of reliable radio communications.  

This is due to the terrain. 

Wilderness Management should be a joint effort between S & RM and rangers enforcing laws 

and providing the one field knowledge. 

My supervisor cares more about citations than he does about monitoring the wilderness 

Protection division staff are all trained and informed on wilderness regualtions and law.  We also 

have a fairly positive relationship with our resource management division.  From a management 

standpoint most decisions are made well above the field level. 

Being that a majority of NPS lands are in either wilderness or proposed wilderness, wildland fire 

personnel should be well versed in wilderness management. 

I receive no training or work in this area 

We have a wilderness study site. It's a small area, but provides the qualities of wilderness. 

Wilderness experience is important to many visitors. 

It needs to be managed properly, by people and organizations not interested in dollar signs, but 

by looking at facts. Too many wilderness areas are having decisions made by corporations, rather 
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than informed organizations. There needs to be an implementation of people and organizations 

that know what is going on, and how to manage it. 

The majority of LE Rangers don't get any training in this area unless they are in parks with 

wilderness and in positions that pertain to it, ie. Backcountry Ranger. 

Wildfire is an important facet of wilderness management.  It should be allowed to proceed when 

feasible.  We should work to allow more fire in wilderness. 

This is important, very important.  But we have very little time to do this.  But it takes a back 

seat to managing skills your rangers employ that may get them killed. 

I have many coworkers who believe that the backcountry and 'wilderness' areas of our park 'self 

manage...or police themselves'  They have stated: ""No one needs to patrol there.  It patrols 

itself.""  They have little knowledge of the vast natural and cultural resources within the park and 

they frequently are unfamiliar with resources in their immediate backyard.        These types of 

attitudes are becoming increasingly common and contributing to an institutional neglect of 

wilderness and backcountry resources.  The wilderness, the unknown, vast landscapes, & natural 

and cultural resources are one of two primary reasons the parks were created in the first place.      

Although management of large numbers of tourists in frontcountry environments is important so 

that the majority of park visitors are able to enjoy their park from viewpoints and frontcountry 

paved paths, if we let the wilderness irrecoverably degrade there will be nothing left for park 

visitors to enjoy because it will be damaged, stolen, threatened, or forgotten! 

The management of wilderness is proubably best left to someone that dedicates all of there time 

to it. Rangers are a law enforcement component and dont really need to get involved in what 

wilderness means or how it makes people feel. Just get the management plan in place and 

rangers can enforce the regulations, laws and policy. 

Have to end it here unfortunately.. to many other things going on 

Having every ranger complete the on-line training provided by the Carhartt Center should be a 

requirement with periodic refreshers 

So does Arthur Carhart manage our wilderness!?! 

It would be great if we had more people to do this aspect of the job. 
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I do not have any wilderness areas in my current park. 

My park does not have any. When I worked in parks that had wilderness, I relied on Subject 

matter experts 

The hands-off approach to managing wilderness is, ecologically speaking, leading wilderness 

into a state of decay, one where the wilderness is less resilient to disruptive events such as 

hurricanes, fires, wind blow overs, etc... The current interpretation of the Wilderness Act by the 

NPS is essentially ruining the wilderness itself. 

no 

nobody is stepping up here 

We have no federal wilderness area in our park 

This duty needs to be moved to resource management, and having this as a collateral duty in a 

field LEO position description is outrageous. 

My staff and myself do not have the time or numbers to manage wilderness areas when we are 

tied to emergency response. 

I manage a district that is over 50% designated wilderness. 

I work with both designated and eligible wilderness with the biggest threats to our wilderness 

character being approved commercial overflights, administrative and scientific activities 

Wilderness management is a relative term in my park, where our backcountry is managed as 

""proposed wilderness"". While not designated as such by congress, many park rules and 

regulations are determined in accordance with the Wilderness Act. 

Urban park 

Also so specialized within my park it is impossible to get involved. 

Hardest thing about Wilderness Management is that so many people do not understand it, even 

those who are responsible for the management program. 

There is no wilderness in San Francisco 

There appears to be minimal focus on above the rim backcountry and wilderness management 

although there are a plethora of wildlife and cultural resources. 
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NO 

N/A 

The park I currently work at does not have any designated wilderness. 

All Rangers should have a detail (30 days) to have a taste of the back country 

At this time my current position does not deal with wilderness management 

Implementation of many current NPS policies tend to be in contradiction with the Wilderness 

Act. For example, the FMSS system to determine the cost of project implementation and asset 

longevity is in conflict with the Wilderness Act that these aspects of a management action are not 

a criteria when determining the minimum required action. 

I believe wilderness management and The Wilderness Act is too restrictive to the public and not 

in keeping with the spirit of The Republic i.e. Pursuit of happiness and freedom, generally. My 

park unit and a certain wilderness supervisor seem to delight in preventing public (vehicle) 

access to increasingly larger areas of the park with wilderness designation. As a field ranger I 

can say conclusively that wilderness regulations are acting to keep people out of the back 

country. That is my professional and personal opinion. 

That last word..... Management sounds like an 11+ problem to me. 

We do not have wilderness in the park at which I currently work. 

99.9% of Mesa Verde's backcounty is closed.  Park staff and researchers are the main users of 

our backcountry at this time. 

General Backcountry/Wilderness management is barely considered any more except in reference 

to any possible arrests.  For instance, general patrol and knowledge of the area doesn't matter.  

But a special focus patrol to catch someone illegally backcountry camping and smoking 

marijuana would be worth arranging for the possible arrests for drugs/ 

We do not have the staff to adequately patrol wilderness areas. Our focus is on the developed 

areas.Our passion lies beyond the developed areas. 

My subdistrict has very little accessible wilderness, and only slightly more area managed as 

wilderness. 
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All rangers who actively patrol the Wilderness and/or have interactions with visitors who hike 

into the backcountry should have sufficient Wilderness Management training to know the whys, 

wherefores, etc. pertaining to park rules, regulations, and policies.  Currently, there is NO such 

training at OLYM except for two days for new employees only.  This needs to be expanded!!!!!! 

No designated or proposed wilderness in this park unit. 

No wilderness setting within my jurisdiction 

This is another topic for which we really lack training at the field level. 

We don't have much wilderness within the park area I work. Therefore my survey results may be 

lower based on this criteria. 

I have received no specialized wilderness management training. 

Lacking leadership and plans to be implemented. 

The vast majority of the visiting public never ventures beyond the roadway here.  There are few 

trails beyond the parking lot here, discouraging visitors from going into the wilderness.  Due to 

our remote location, we have reasonably good boundary security. 

Don't dilute the law enforcement side of the job. 

Again, I strongly believe that Wilderness Management begins with daily lifestyle changes and 

there should be WAY more emphasis in this area both for park employees and for visitors. 

Wilderness management and law enforcement (resource protection) are very different from 

front-country law enforcement. 

We have the people who have the passion and dedication to wilderness management, but we 

don't have the management who has the dedication and passion.  The park I work is almost all 

wilderness, but no funds are allocated to manage it for the future. 

We have no wilderness areas in our park, nor do we treat any areas like wilderness. 

I don't think this needs to be a duty of a LEO. This needs to be a separate position with 

knowledge of LEO duties. 

After 20+ years, our park is finally coming close to finalizing a wilderness mgt plan. . .at no fault 

of the wilderness coordinator.  Previous park mgt did not promote or support wilderness mgt. 
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management/preservation . . 

Rangers need more training in this area. 

I do not believe we are given the time, knowledge or skills that we should to learn our 

backcountry, resources and the protection needs of both. 

The Wilderness District Ranger handles these responsibilities but I am kept in the loop in order 

to provide continuity when he is out of the park. 

Wilderness management falls under the resource management division at my park unit. I assist 

the division as much as possible. 

Consideration should be made to Wilderness Values in context of legislation. If the enabling 

legislation protects the resource and values associated with Wilderness I'm not sure adding 

designated or proposed wilderness is needed. In some cases it impacts the ability to manage the 

resource and creates conflict between users. 

Again, don't have the staff to effectively monitor backcountry use or provide education and 

enforcement. 

As an agency the NPS is confused as to what ""Wilderness Management"" really is all about. 

Offer more training. 

I do not work in or manage wilderness in my current position 

Wilderness Management is a misnomer.  As soon as humans begin activities that suit us, we are 

no longer allowing for true wilderness processes.  The best thing we can do is to minimize and/or 

congregate human activities in order to lessen the impact on the remainder of the life and natural 

features. 

We do not have any designated wilderness at this park, however, our enabling legislation refers 

to ""other areas to be preserved in their natural state"". 

Wilderness Management is critical in parks with any form of wilderness, recommended or 

established.  It is core to protecting the basis of the park. 

We have no wilderness in the recreation area. 
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We have numerous designate wilderness areas in the park. Most field rangers do not know they 

even exist let alone the management and usage of wilderness areas 

I have made self-initiated attempts to patrol and document backcountry use/encroachments, 

issues, etc... but with little to no support from management. Contrarily, management has deemed 

it unsafe for me to patrol in the backcountry, and I find no pragmatic realistic support for actual 

patrol needs. 

At my current position we do not have potential Wilderness. 

NO 

we do not have any back country in our park. 

We have no wilderness 

no wilderness at my current park 

Don't know anything about wilderness management 

Acadia is mostly front country with very short hikes. 

Difficult to get the necessary on-site training and apply it as called for in Policy. 

I would like to get more training in this area - online or in classes.  I do only occasional 

wilderness area patrols but am willing to do more in this area. 

No. 

Wilderness Management is an essential agency function.  US Park Rangers should understand 

the enabling legislation and it's relevance to the NPS.  LEO's should be deterring, detecting and 

investigating crimes occurring in wilderness, not trying to manage it.  Leave that to Wilderness 

Manager specialists. 

More often than not, my exposure to wilderness management issues relate to how those 

regulations make the management of an emergency more difficult (eg- use of mechanized 

equipment for SAR). 

We really do not have any wilderness.....   Back country areas and cultural resources only 

We have no Federally recognized wilderness at this park. We do have remote back-country areas 

with many wilderness-like qualities. 
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Resource management and L.E. need to work more closely on short and long term problem 

solving. 

Wilderness Management is handled by Science and Resource Management. 

Wilderness as has been historically defined is rare here at SAMO. Almost every acre has been 

previously disturbed in the last 250 years. That said, some wilderness areas have active roads 

through them. 

Its a new concept. With budget cuts a lot of the equipment is out of date and run down. 

our 'wilderness' is very close to private property.  and is a multiuse area - that is sometimes 

attempted to be managed like a 'tradition"" National park wilderness. 

We have no wilderness. 

This NPS unit does not have any designated wilderness. 

There are several parcels of ""proposed wilderness"" that should not have been proposed at all. 

No back country in park. 

n/a 

No 

Wilderness management needs to be applied more consistently throughout the service. Managers 

should be held accountable for this. 

I work downtown of a major city.  Lots of wild behavior not much wilderness. 

I have not seen any efforts to conduct wilderness management from the district supervisor. 

Preserve and protect while allowing for natural succession.... hmm 

Our park does not have any designated wilderness, though users in winter will find wilderness-

like conditions in the backcountry. 

don't have designated wilderness in park 

The park has no wilderness. 

My park has no Wilderness. 

Not every park unit has a wilderness component. 
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My park has three designated wildernesses, one of which adjoins a USFS wilderness, thereby 

comprising the largest wilderness in the Midwest.  I am fortunate to have received a fairly heavy 

wilderness-education load during my college years, as well as to have been supported by my 

chief ranger and superintendent at my very first park, which was about 93% wilderness.  This 

allowed me to attend numerous Arthur Carhart courses, which furthered and strengthened my 

preparedness level to deal with wilderness issues and challenges. 

I think wilderness management does not get the level of importance it is due in some areas. This 

can cause resource issues, crime and mismanagement, ""of out of sight, out of mind."" This is all 

due to shrinking staff and budget to properly manage these priceless areas. 

Rangers are too diverse. We are setting ourselves up to not be skilled enough in every area to be 

safe. 

I am currently seeking additional training in LNT principles and inviting additional ranger staff 

to participate.  Most of these preparedness questions relate back to initiative on the employee's 

part. 

I am an avid climber, mountaineer, backcountry skier, etc.  That said, I believe that Wilderness 

Management is a flawed concept.  If an area is seeing enough use that it needs extensive 

management it is not really wilderness.  This agency decided to define a number of high use 

areas as wilderness to enhance the protections in those areas.  But really a conundrum was 

created because managing high use areas to a degree that actually protects them often is 

disallowed by the wilderness act.  I do believe in the concept of wilderness.  However, I do not 

believe that many of the places that we are trying to make wilderness actually are wilderness. 

i would be interested in getting involved in wilderness management should a detail opportunity 

become available 

Traditional Tools with Appropriate Technology is the correct approach for wilderness issues. 

We do not have a wilderness area. 

Carhart WTC needs to engage more at the field and 1st/2nd line supervision level in order to 

affect better wilderness management. They should not, however, believe that they are a policy 

making entity. But, i'm happy if they advise and suggest. 

I am familiar with the 1964 Wilderness Act. 
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I'm no longer in a wilderness park, but DENA should be the prime example. 

Not a lot of Wilderness in San Francisco. 

no 

Needs greater emphasis and support 

Aviation activity over wilderness lands and the policy that directs us needs to be shared across 

VRP. 

In my previous position I managed a Wilderness area and was part of at Wilderness management 

committee.  It would have been nice to have a little more training prior to being selected for the 

postion, it would have benefitted me well.  Though I learned a lot from the wilderness 

management committee and on the job rather quickly. I sent my wilderness/backcountry staff to 

the training to help me in managing from the ground.  I often too their suggestions and presented 

them to the committee.  Not every park site has wilderness in them, but if progressing into a 

management position it would be helpful to obtain additional training either prior or during.  I 

would still love the opportunity to attend Wilderness Training. 

Wilderness character is suffering in my Park. I am unable to spend enough time on this issue. 

Each of the park units have about 800 visitors on the ground in a year. The largest impacts to 

wilderness management are NPS operations. We need to monitor ourselves. Training in 

wilderness management is needed. 

I believe ANILCA trumps Wilderness Act so lets start working it correctly.  Plus, float planes to 

the wilderness are much more hazardous to the wilderness then helicopters. 

No. 

I see the wilderness act being applied in areas that should not be, such as areas that have 

development.  There needs to be a balance of public use when using the wilderness act and I see 

it being abused. 

I will need to become more familiar with how wilderness policies effect wildland fire 

management 

As a Backcountry Ranger, 100% of my job is focused on actions and effects within Wilderness 

Areas. 
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Would like more influence in wilderness decisions.  Need the training to help gain acceptance for 

new ideas. 

It is important to recognize that much effort has gone into creating an interagency center for 

wilderness training.  This center needs our long term commitment (funding, staffing, attendance).  

Instead of saying, that is fine, let's spend our energies elsewhere, we really need to honor and 

support this success.  There is a need, there will continue to be a need, we should support the 

center, it's a great example of interagency coordination and efficiency.  Support success! 

no 

Give us an EFFICIENT system or at least give us back our old system that allowed us to do this 

essential task. 

NO 

Because we have so much crime and response to calls in the South Rim Village of Grand 

Canyon, our Wilderness, back country, and other outside areas do not get the patrols that are 

needed to proactively prevent crimes committed in those areas. 

No 

have received training 

We do not have wilderness in our park, but a previous park I worked at did and it takes work and 

funding, especially to have the rangers and staff to be out there patrolling in the wilderness 

I have limited staff to oversee the management of our wilderness which consists of over 30,000 

acres 

N/A 

Boundary issues (hunting, permits, etc.) need to be more thoroughly addressed and enforced 

through education and clear distinction of authority over park lands at risk from outside the 

boundary. 

I'm in a metro park 

Not all parks have designated wilderness areas. 
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Nothing was discussed in the SLETP FLETA curriculum about Wilderness Management or the 

Wilderness Act.  I have drawn on professional graduate coursework to do that.  It needs to be 

part of FLETC curriculum. 

Very little training available.  Wilderness Management should be managed by Resource 

Management with strong communication and cooperation with LE to focus on area of needed 

enforcement. 

Most of are Park is closed to visitors due to safety concerns. 

Front country rangers are not educated on wilderness management. 

There are no scheduled backcountry patrols. There is no designated wilderness ranger to patrol 

the 600,000 + acres of wilderness in our unit. Should there be enough coverage in the park, we 

can take it upon ourselves to patrol the backcountry. 

We don't manage our wilderness. 

No wilderness in the current unit 

Significant portions of my park unit are designated wilderness, and my park unit has a wilderness 

coordinator. However, much disagreement exists as to how to manage our wilderness areas. 

Different interested parties interpret the provisions of our wilderness areas differently from one 

another. I routinely receive conflicting and ambiguous information pertaining to this issue. 

Wilderness management in Alaska is very difficult with ANILCA and how that ties in with 

Wilderness Protection. 

While my current NPS unit has no designated wilderness areas, I have worked in wilderness 

areas before this unit. 

there is no wilderness at this park, but i think there is a high value in its management. 

 

  



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 445  ~  

 Use Navigation Pane to move about electronic document   

Is there anything you would like to tell us about Backcountry Skills? 

 

NOTE:  All responses are recorded verbatim. 

 

People who find themselves in remote locations need to be self sufficient and have the 

appropriate skill set to be successful, i.e., wilderness first responder, etc., 

todays new rangers have never spent the night out side... sad but true. We need those skills but 

employees no longer come with them 

Many individuals could use more training opportunities to gain more skills in things such as 

backcountry first aid. 

Skills and knowledge acquired on personal time. NPS input are those items that can be 

extrapolated from wildland fire. 

There is no requirement for Backcountry Skills at Independence National Historical Park 

Few employees have wilderness skill. Our rangers barely leave the pavement. When they do its 

to look for little baggies of weed thrown from vehicle stops 

There are some minor radio issues in some areas where I work.  None of our backcountry patrols 

need an overnight trip due to size of park. 

My supervisor does emphasize backcountry skills at all he cares more about traffic violations 

Current park has a very small backcountry area and is well managed. 

Be a good front county LEO, then you will be a good back country LEO. 

Being that a majority of NPS lands are in either wilderness or proposed wilderness, wildland fire 

personnel should be well versed in backcountry skills. 

I am well prepared for Backcountry travel only due to my own involvement and nothing the park 

service has provided. 

Well trained. Spend most of our time in the front country. Backcountry patrols are almost 

nonexistent. Violations/concerns are usually reported by trails crew or resources. 

Travel restrictions and Sequestration will have future impacts to Park Rangers preferming these 

duties.  Travel cost from contractor on Backcountry travel charges should be changed. 
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Every Ranger needs to be proficient in the back country. If they are not, then they should seek 

another line of work, as this is a Ranger position, not a city cop position. 

This relates to employee safety.  We've currently employed OL and GAR factors to reduce risk, 

but have found that we are still placing employees in positions of disadvantage because longer 

incident response time to mitigate GAR factors leaves first responders hanging for longer periods 

compromising outcomes.  It has become very difficult to find rangers who have substantial 

backcountry / SAR skills, especially who have an interest in LE.  There has been a subsidence of 

this combination of skills.  I think we need to reduce the number of LE's in many parks, make 

those LE's left do entirely all LE, and create permanent non-LE positions to do all the other stuff 

they used to do that got in the way of the LE. 

I have heard from to many field Rangers about being told to patrol back country areas alone with 

little to no training on equipment. 

I often feel that the rangers with the most backcountry skills invest a considerable amount of 

personal time and money to develop those skills.  Both parks I have worked at have invested zero 

to little time training rangers in more advanced backcountry use and travel skills. 

Most of my backcountry skills were acquired on my own without agency training.  Continued 

improvement of backcountry training should be implemented 

How are we really going to train for this?  Send Rangers to a NOALS course? Rangers generally 

need to be hired into specific positions based on there already developed skills. 

n/a 

No 

protection rangers are losing backcountry skills for lack of use. 

I consider Backcounty skills the same as outdoor skills, along with physical ability. 

Much more important in my last assignment. I liked learning about those skills and developing 

those skills. 

There are limited opportunities to formerly teach folks that have limited exposure to the 

backcountry. Fewer folks have these skills every year yet many of these folks are asked to work 
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in the environment in which they do not have the necessary skills to manage situations when 

things do not go as planned. Again, seems the safety of these folks is being put at risk. 

Over the past five years 50% of our backcountry seasonals fail to become competent to perform 

BC patrols in the first season.  Could be our hiring, screening or a cultural phenomenon.  

Frustrating nonetheless. 

no 

The day of the backwoods ranger is at an end. Managers need to stop the nostalgia and wake up 

to modern times. Armed officers cannot follow established safety policies when doing these 

duties. 

All  prep is personal.  We need to be able to hire people who are competent in backcountry skills 

-- this is very difficult to teach in a work setting. 

All personnel engaged in backcountry skills use, not just BC Rangers, but also interps, bear 

managers, trail crew should be periodically reviewed, even tested, on the effective use of BC 

skills. 

The skill I gain/ have did not come from the National Park Service. 

Not as sharp as when I was a field ranger, but still damn good. 

Personally I don't get to spend much time in the backcountry anymore, however it's important for 

the staff here to have those skills. 

Backcountry skills important for SAR 

For a skill set that is so important and could potentially lead to serious injury and death from 

exposure and accidents, I've received surprisingly little formal training on backcountry skills.  I 

can't think of anything besides the SAR Tech classes.  It's as if we're expected to know this kind 

of thing.  It just so happens that I do and what I didn't know about backcountry travel in Alaska 

in the winter, I've been able to pick up without any major incidents. 

I am the Backcountry District Ranger with an extensive backcountry skill set however, my 

position is more administrative then field based. 

Although backcountry enforcement and emergency response is rare and intermittent, we must be 

prepared to respond to a variety of incidents in extremely remote and difficult terrain. 
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My backcountry skills are not utilized by the NPS very much at all.  I have to beg to get time in 

the backcountry and it seems like a hassle or a challenge for my supervisors to allow me to use 

these skills.  I believe time in the backcountry would benefit all rangers and should be required 

of all rangers if not purely from a skills sense then from a ""getting back to our roots and why 

we're here"" sense. 

Currently my position requires some day hikes and overnight trips.  Mainly having some small 

amount of backpacking experience is all that is required along with basic EMS. 

I was a backcountry ranger at another park, so am geared and physically fit enough and skilled to 

perform this function. 

NO 

N/A 

All rangers should have at least a basic wilderness survival class.  I have had numerous survival 

classes from the military, government, and private schools.  All should have a least a taste! 

At this time my current position does not deal with backcountry.  I have worked the BC in past 

jobs 

Our wilderness back country rangers are mostly incompetent in LE skill sets. They are, however, 

excellent mountaineers, medics, docents, etc. When serious LE events happen in the b/c, front 

country rangers w/strong LE skill sets are usually brought in to deal with it. 

Backcountry skills as it applied to law enforcement. Not at all sure why this would be managed 

by the Carhart. Seems like FLETC would be a logical choice. 

Many rangers do not have adequate backcountry skills. I think this is a recruitment problem. I 

have an intense love of backcountry and getting out. 

First aid, first-responder, fire skills are NOT mandatory for my position as a Wilderness Ranger 

at OLYM.  That is WRONG.  These skills are necessary at a minimum, and the NPS should 

make sure we receive proper training. 

They aren't taught. Have to learn on your own. 
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Again, this is something Rangers generally have to develop on their own or with on-the-job 

training and very little formal instruction. Depending on the park, this might not matter at all, or 

could be a vital safety liability. 

There are a ton of skills included in a backcountry setting. Here, climbing skills seem to qualify 

you for a backcountry setting. I do not possess much in skills for climbing. However, in a search 

and rescue or wilderness survival or tracking area, I'm sure there are few that would excel 

beyond skills I've aquired through personal interests such as hunting and fishing that lead me to 

areas more remote than a climbing setting. In my particular park, climbing rates higher. In the 

need of a land search in wilderness, I would think I would be much better qualified. I believe the 

above 2 questions are too broad to adequately represent a fair assessment of true backcountry 

skill without further breaking down particular skill sets. 

I perform backcounty duties; however, all my skills come from my background in the outdoors 

prior to employment with NPS. 

I did not learn them from the NPS 

Thomas Edsion NHP is in a urban setting 

All self taught skills. Have not received any training in backcountry skills from nps. 

We are often required to enter lands with unimproved roads to monitor for encroachment and 

resource issues.  Sometimes we must enter roadless and trailess terrain.  So it is important to 

maintain BC skills, despite 99% of our visitors never leaving paved surfaces.  As far as BC 

skills, it seems that there is no formal process to teach these skills to rangers in the NPS.  It 

seems that rangers pick up BC skills in the process of performing their jobs.  Or they come to the 

agency having learned these skills somewhere else.  But sometimes they never learn these skills 

at all (ex. map, compass and GPS navigation). 

Super important. 

As with wilderness management, back-country skills are very different from those which are 

necessary for front-country law enforcement and resource protection. 

The backcountry skills that I have were skills that I honed on my own time. 

All NPS LEOs need knowledge in backcountry skills. 
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Due to budget constraints - all of our back-country Rangers are not commissioned - an 

unfortunate and irresponsible fiscal reality. 

our parks are mostly in the frontcountry . . 

I use these skills during rescues and an occasional trail patrol but am primarily in a front country 

position. 

I oversee a major backcountry (river) program at my unit. 

Our backcountry presents some unique challenges as it relates to rescues and searches, but 

institutional knowledge of the local area on the part of our team lends itself to innovative and 

successful approaches. 

I received precious little backcountry skill training from the NPS.  I gained knowledge from 

outside sources because the NPS did not provide that skill training. 

This relates more to some parks than others.  Offer training where possible, but in shorter blocks.  

The new course that is 8 weeks long is too long. 

No 

There is very little training available or competencies established for backcountry skill sets 

within the NPS. 

Dependent on park.... like a lot of other compentencies. 

Most of this park's operation is front country. 

Basic backcountry skills are necessary for rangers in all positions in wilderness parks. 

Backcountry skills are not important or encouraged as there is little backcountry in the recreation 

area.  However I come to work prepared to participate in all ranger operations. 

I have made numerous self-initiated attempts to perform and improve backcountry skills, with 

little to no support from management. 

No 

no real backcountry at current park 

Don't know anything about backcountry 
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Backcountry is about all we have and the manner in which over 50% of our agency patrol time is 

spent. 

I could use more training and experience in this area as well - am willing to do more day and 

overnight trips - but front country duties tend to be overwhelming. 

Prepared- Knowledge wise well.  Equipment wise not so well.  This answer could apply to other 

previous answers. 

My answers are only relevant in the backcountry of the park in which I work, not in all 

backcountry settings. 

I feel prepared due to my own KSA's that I have spent my own time and money to develop. 

I have 32 years experience with the NPS and have old school backcountry skills and ethics. I 

don't see the generation coming up behind me (on the east coast) wanting to learn those skills 

It helps educate the puplic. Knowing what equipment and tools to use and how to use them helps 

interpreting use and regulations. 

Needs specific to the area (weather, vegetation, wildlife, etc.) would be of paramount 

importance. 

My backcountry skills are from other parks. 

Passing the PEB means you can hike.  Anyone can learn how to set up a tent and head north.  

Need LE skills first and paramount. 

current park is too small for real backcountry duties 

Have the skills but not required to use them in a front country park. 

Instead of having two rangers work the same shift and patrol the back country safely they 

schedule us for ""coverage"" and have one ranger work early and one ranger work late and then 

flip flop our schedules so that we are working alone and worn out.  Why leave the roadway? 

All training came from outside of work experience- along with ""on the job experience.' 

I learned little to about backcountry and climbing skills from the NPS.  My skill base was 

acquired prior to employment. 

I wish I could hike and get away for a week.  Any chance we could get an exchange program? 
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There has been little to no incentive towards performing back country patrols.  Skills are 

perishable which means that if you don't use then, you will loose them. 

One of the highlights of the job! 

High elevation semi-arid desert. 

The park has no backcountry. 

worked as NPS backcountry ranger for 18 seasons land/river multiple days 

Backcountry skills are import to me as a wildland firefighter when on out of park assignments 

and details. 

As the superintendent, I will rely on my staff who spend large amounts of time in the field 

working, performing patrols, SAR, etc. 

There is not a lot of backcountry in my current park. 

I have learned these skills prior to becoming a ranger.  Again, these skills relate back to initiative 

on the ranger's part. 

As I mentioned earlier, it is critical that I maintain  high level rock climbing and mountaineering 

skills to safely perform the rescues that I am regularly asked to participate in.  However, I 

maintain these skills almost entirely on my own time.  Therefore, I am extremely well prepared 

not because of any contributions of the agency but because of my own personal efforts. 

We are generally becoming less proficient with backcountry skills due to technology and the use 

of aircraft.  Not too many fire or ranger folks who can saddle a horse.  Too bad.  I think there is a 

lot of room for this skill set in our backcountry and it is simply not an option most of the time. 

I would like to see more backcountry training and opportunities be made available. 

We perform limited backcounrty functions, but I served as the backcountry lead, so feel 

confident that I am prepared for it. 

Certain NPS units do not have a backcountry component.  I have worked in the past at NPS units 

that have expansive wilderness areas where backcountry skills were a daily aspect of my job.  

However, having backcountry skills at a National Historical Park in the suburbs of Boston is not 

important. 
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We have a small frontcountry area that is heavily visited, and we have a vast backcountry area 

loaded with cultural and natural resources. LE rangers spend most of our available time and 

personnel dealing with frontcountry issues, while the backcountry is largely unpatrolled 

no 

Need more training and opportunity to develop skills - core ranger skill area - should be an 

expert 

These are skills that seem to be the weakest in new, young rangers.  Not enough emphasis is 

placed on getting rangers out of cars and into the country. 

it is still important for any LE in the NPS or land management agency to be able to contribute or 

understand that this is also part of their job, whethere it is backcountry day patrols, overnights or 

even part of a SAR. 

I have high skills but am unable to use them very often. My skill set is eroding. 

I have had survival training in another position and many hours in backcountry settings that 

allow me to make good decisions.  Experience in the backcountry is essential during inspection 

process. 

We now train Rangers to a very high degree in LE skills. There is no comprehensive training on 

Ranger Skills. The traditional Ranger Skills are mostly on the job training and are being lost as 

we segregate backcountry Rangers and frontcountry Rangers. Many Rangers today are lost once 

they get off a road or out of a patrol vehicle. We need a basic ourdoor/backcountry program of 

training and skill development. 

No. 

Backcountry Skills are the basis of all Backcountry Ranger activities. The less ability one has in 

this skill, the more all other Core Competencies suffer. 

I'm only unprepared in this area because I don't have the equipment needed for prolonged trips to 

the back country 

It appears to me that many of our current rangers are more comfortable in the offices, vehicles 

and frontcountry than deep in the backcountry.  We need a workforce that is trained and 

comfortable with backcountry travel.  Experts in Leave No Trace.  Utilizing the latest 
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improvements in durable light equipment.  Knowledge of the land, can speak from experience, 

(i.e. this lake, that ridge, etc).  Every park employee should spend a week in the backcountry, just 

one of 52 weeks.  This should be a core skill, a common experience. 

Our park handles this well and truly values training.  Well done!!! 

NO 

I think there needs to be more training and patrols in the backcountry. 

experience 

I had no idea we had a Wilderness Training Center. 

If only there were more time in the day and more backcountry 

I am a little rusty but I think it would all come back if I needed to use them 

Not at this time. 

We are prepared to perform backcountry type emergencies; ie carryouts, medicals, law 

enforcement incidents, but they are on a reactive basis.  Proactive efforts are limited and almost 

non existent during busy periods due to staffing and priorities. 

I'm in a metro park 

Again, this is not covered in any FLETC/SLETP/FLETA curriculum, and it probably should be.  

If not that, then individual parks or regions should have this kind of training, but to my 

knowledge anyone who performs in any kind of backcountry capacity is implicitly expected to 

know how to be fully functional in the backcountry.  The reality is that not all that many people 

are capable, trained, knowledgeable, etc. 

New rangers today have less and less backcountry skills.  And the NPS has NO backcountry 

trainings. All my skills were developed on my own prior to working for the NPS. 

All  my backcountry skills came before I entered the park service. To provide those skills I need 

adequate gear that is not my own. 

There is a lot of contraband smuggling in our back country, all of us are prepared to deal with 

multiple situations. 
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No education is provided for backcountry skills to front country rangers.  It is assumed that we 

know those skills on our own. 

I personally feel confident in my ability to perform my duties in the backcountry of my park unit. 

However, I do feel that this is atypical. I have observed some deficiencies in others in the visitor 

and protection division. 

I was a BC ranger for 7 years 

Although we do training in backcountry skills, I depend a lot on the experience of the employee 

when determining whether or not to hire them. I have yet to see anyone list training from Carhart 

as part of their training regimen. 

My backcountry skills are self taught by self study and trial and error. 

Considering our park has many backcountry users, we have very little to no presence in the 

backcountry. Our staffing levels don't really allow our rangers the ability to leave the front 

country, and the focus tends to be on front country LE contacts. I think my backcountry skills are 

as much derived in a personal interest in backcountry use as they are from any training I received 

from the NPS. 

I do not perform duties in the backcountry. 

Preparation and training is generally expected to occur on personal time. Work time is seldom 

granted for this purpose in my current position. 
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Please add any final comments you have on meaningful training, professional development, 

and education. 
 

NOTE:  All responses are recorded verbatim. 

 

Emergency Services is completely overlooked by VRP Leadership. It is an essential part of the 

work of a Ranger, yet recieves little funding.  Regional Chiefs are grossly unaware and 

complacent in Emergency Services requirements and contributions to the NPS.  NPS Emergency 

Services should not be part of the Law Enforcement branch.  Should be a separate program like 

others in VRP. NPS Emergency Services leadership at WASO is continuously interfered with by 

management that is no knowledgeable about the subject and treats it as a secondary 

consideration. Emergency Services personel are not treated professionally by leadership at the 

Regional Level. Regional LE leadership is clueless. 

I hate my dead end job so the only professional development I would want is the kind that helps 

me transition to another profession. 

The NPS needs to provide supervisory training for new new supervisors in law enforcement. 

Lack of leadership for law enforcement rangers is still a major problem that needs to be 

addressed. 

Thanks for the opportunity! 

Many of these questions get to the what, not the how.  How programs are implemented or not is 

key. 

Leadership seems to be missing in the competencies and is the area most often looked. 

The agency needs to invest in it's employees with training and professional development and not 

rely on us acquiring it(or not) through on the job experience. In 24 years of service I have only 

had 1 development opportunity that touched on competencies to be an effective manager outside 

of my categorized profession. ie, I have the competencies to be an FMO but little exposure to be 

a park manager. A better understanding of NPS management would make me a better fire 

manager and provide the knowledge of what goes on outside my division. 

every day I come to work to do law enforcement, everything else is secondary 

I believe that leaders within the seasonal ranks should be identified early. That the NPS should 

make it a goal of keeping these future leaders and developing their knowledge, skills, and 
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abilities. I believe we lose many great Rangers to other agencies due to veteran's preference, pay, 

and the hardships of achieving a permanent position. 

We need professional law enforcement training and related equipment.  Fire/EMS/SAR should 

be secondary.  I do law enforcement every day! 

I believe that the National Park Service need to move into this Century and realize that Park 

Rangers are Law Enforcement Officer's that may do other functions but the primary function is 

Law Enforcement. NPS needs to get in-line with the DOI and separate Park Ranger (protection) 

from the Park Ranger (Interpretative). there should be a clear distinction, especially where I work 

and see the need for this on a daily basis. I have Visitor's on a daily basis ask if we are Police and 

I have to explain that we are Park Ranger's that perform the Law Enforcement function. Visitor's 

should be able to look at my uniform and know without a doubt that I am separate from the 

Interpretative Ranger's in my Park. Also the local police agency needs to see this clear 

distinction so one of our Ranger's don't get into a scenario with a shooting and get hurt because 

of this unclear distinction. NPS needs to focus its efforts on separating the Law Enforcement 

aspect and make VRP a stove-piped function within the agency for command, control and budget 

support. Superintendents should not have a say over what VRP does to protect the Parks it 

should be a centrally controled function. 

The National Park Service has a phenomenal cadre of dedicated employees. We also possess 

stunning mediocrity. This mediocrity is most deleterious and thus noticeable in management. 

Much work needs to be done by us all to achieve excellence which the public and our precious 

resources will require of us well into the future.  We have been through budget cuts and 

demographic changes in the past. None will be more daunting than the future to come. The 

women and men of the NPS have a precious opportunity to refresh the National Parks. To do this 

will require a brutal audit. A depth of honesty uncomfortable to an agency steeped in tradition. 

There is no one better to face the future than the best of the NPS. We can do this. 

I currently work in Fire and Aviation Mgmt.  In this particular park, we are our own Division.  I 

have worked at other parks where Fire is Under V&RP, as well as parks where Fire is under 

Resource Mgmt.  It is far cleaner, far richer, and much more positive experience as our own 

Division.  It seems to simply eliminate the mission confusion of the groups doing the work. 
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When starting my career we had almost 1500 rangers we are now down to less than 1100 to do 

more demanding and technical work. We can't continue to be a ""jack of all trades"" and 

continue to not hurt employees. The more with less motto only works when people aren't pulling 

their weight in an agency. Our employees are some of the best and most amazing employees in 

the government, however there is a limit to the jobs and responsibilities placed on our work 

force. We are making those hard working employees stay inside offices more because of 

unimportant mandates, i.e. DOI learn, quicktime, IMARS, Gov. Trip, FBMS etc. We need to 

focus as a division and make hard decisions on what a ranger should be a data entry office 

personnel or someone in the field detecting and deterring crime. 

More training needs to be web interactive, and hands on.  Web based non-interactive training (ei. 

most DOI learn classes) do not actually teach much.  They just fulfill a requirement. 

Leadership is almost non existent in my current position.  I am an Assistant FMO to nobody and 

I can't take anymore.  I am actively trying to leave the NPS.  I have tried to provide meaningful 

training to all of the firefighters in my park.  Their supervisors and the administration provide lip 

service only.  I highly doubt anyone has a IDP.  It is simply another ""requirement"" that is 

ignored.  I have seen where people/NPS employees go to training and then never use the training.  

Nothing happens.  I know employees want to go to training, but supervisors won't let them, and I 

have seen where supervisors won't let the employee use the training.  I often question why they 

let them go in the first place.  Good luck in your endeavours... 

They NPS needs to have a 3rd party source evaluate our operations. The NPS needs to change 

our policies based on the results of that evaluation. 

In my opinion, training is one of the first areas to see significant cuts when funding becomes and 

issue. It is imperative that the NPS continues to develop competent leaders (especially in fire 

where we are at risk of losing a great number of our best people to other agencies). 

I feel that this survey will have inconsistent results at it was unclear to me as the perspective I 

was to take. I am I grading how important things are to me? to the agency? Am I grading them as 

they should be for my position or for NPS? Some of them should be very important, but aren't. 

How was I supposed to notate that. Some of them are important but are executed at a poor level. 

This seems to be a standard confusing government survey.  Please include specific instructions 

prior to taking the survey, then add additional text areas so that I can fully explain, that is if you 
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are really concerned with responses. This reminds me of the NPS cultural assessment we took 

about a year ago in which everyone thought it was about Native American issues and then when 

results came back  they were presented using triangles, circles and squares and no one could 

decipher what anything meant. 

I do not believe this competency model is accurate or valid.  Several of the competencies are 

distinct career tracks or skillsets that all VRP employees should not be expected to learn.  I am 

expected to know wildland fire as a law enforcement manager yet fire manager are not expected 

to know law enforcement?  Project management is now a separate and distinct profession with 

many parks having dedicated positions or divisions to manage projects.  As a law enforcement 

manager I need to work with the project management professionals, not be proficient in project 

management.  I don't think this model reflects current reality in how programs are being 

managed. 

Would like to see the NPS offer more training in Field Sobriety Testing, RADAR LIDAR, traffic 

accident investigation 

This is tough as the job market and budgets are challenging. The travel ceiling and budgets 

dedicated to employee training and development are almost non-existent. We are not investing in 

our employees. I have seen so many good people leave to other agencies for better pay and with 

the hope that things are better somewhere else. The long term costs to the agency for this 

problem will be effected for years to come and my change the character of the service itself. We 

need committed professionals to take the service the next 50 years; I am afraid that between the 

brain drain and the lack of meaningful training, professional developement and education that 

our employees will not be up to the task and the resources under our charge will suffer greatly. 

No easy fix. 

We must retain and train good ethical and hard working people.  We need to address age 

discrimination in the work place for young hard working people.  We must have a system that 

allows us to remove those that do not produce or want to work. 

pay is low for the level of responsibility. Additional training opportunities are limited at certain 

parks 
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From my perspective the NPS lacks true leadership concerning law enforcement. On every 

felony crime our office has investigated we see the same mistakes made by park rangers. It 

doesn't have to do with park ranger training. The NPS spends inordinate amount of time training; 

it has to do with leadership and supervision. To improve our law enforcement skills, I believe in 

requiring law enforcement supervisors to go to supervisor training designed specifically law 

enforcement to teach people how to be leaders and hold people accountable. 

Today's travel, training restrictions and sequestration in general have immediate impacts to all 

employees, but these reductions or restrictions effects the future (5 years)  will be devastating to 

the National Park Service Proffessional Park Rangers, Supervisory, Chief Rangers............. 

Because of budget cuts, poor leadership, and low staffing levels, training, professional 

development, and education are not a priority of management. Employee moral and work/life 

balance has suffered. 

In all actuality, Park Rangers need to be all around employees. This is not a city cop, or a 

highway patrol position. You never know when you will need to fight a fire, save a person from 

swift water, perform a high angle rescue, perform CPR, Search for someone lost, answer a 

question about a plant, help someone understand why they need to follow laws to ensure public 

and animal safety, etc, etc. 

NPS Law Enforcement does a terrible job training junior rangers for future careers as rangers. It 

starts with inconsistent seasonal academies and continues throughout seasonal employment and 

perm employment. The Wildland fire world does a lot better job of training personnel to replace 

more experienced employees. In the Army from the beginning, I was trained to perform the job 2 

levels above mine. At my current assignment in a large and busy Western Park, I can barely get 

training and mentorship time for my current position. The feeling I get is that due to staff 

reductions and budget cuts the, whole ranger staff is fighting to keep our heads out of the water 

now at the expense of current and future knowledge and proficiency. 

I am very worried about how the budget cuts are going to affect my number one priority which is 

bringing my firefighters home everyday and in the fall. 

is this going to be another survey that goes no where??? 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 461  ~  

 Use Navigation Pane to move about electronic document   

#1: People for leadership roles need to be mentored and vetted prior to being placed in a 

leadership role. 

Thanks for the survey.  Please listen and do something with the results.  I believe that 

AGGRESSIVE action is needed.  Not just minor tweaks. 

Give us time and money for more training! 

Thanks for the opportunity to anonymously complete this survey! 

LE Refresher, especially firearms and defensive tactics training, are inadequate to maintain a 

necessary level of competence. 

I find that budget constraints, ineffective supervisors, and poor management in general have 

caused many employees to become stagnant or complacent.  But, a positive note, the 

Fundamentals Program is an excellent program and at least will provide the basics for new 

employees and hopefully help motivate them to continue their professional development 

throughout their career so in a few years, they might become effective supervisors.   I attended 

Fun I-V and found it very beneficial.  Unfortunately, not everyone has (or had) the opportunity to 

attend.    And I also find that moving up in the ranks in the Park Service is difficult if you are 

geographically tied to one area. 

Due to both my current position in the organization and my level of training and experience, I am 

really at a stand still with my development.  I have not been made aware of any meaningful 

training and/or development opportunities internal to NPS being offered that would enhance my 

ability to lead a VRP operation.  I do not feel if I were to go out on my own and invest money in 

higher education, that it wouldn't necessarily benefit me or the agency.  I would like to see more 

collaboration opportunities for NPS leaders, as I feel at my level this is what refines my 

development.  My time on the Ranger Advisory Committee, network subcommittees, and similar 

projects I have worked on have been some of the most rewarding  in terms of the continued 

development of ideas and standards in this profession that I have been a part of.  I also believe 

the Chief Ranger's Conferences and others like it are highly valuable, with the networking and 

break out sessions that occur.  I believe they are key to breaking the vacuum based decision 

making that occurs too often in our disjointed agency.  I would like to hear in person from our 

leadership on an annual basis to feel a part of the larger VRP picture,  while being able to 
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properly brief them on issues the parks are facing, be assigned to problem solving groups or task 

forces, so we aren't revisiting the same issues over and over.  I would also like to see meaningful 

involvement with the industry oversight like the IACP from an agency perspective.  Maybe a 

committee that understands us culturally and can ""adapt"" industry standards into sustainable 

and progressive practices in the NPS.  We also need to develop more training centers across the 

country in conjunction with existing Universities, Seasonal Academies, and interagency facilities 

so all of the instructor pool isn't in one or two locations that offer only limited sessions with high 

travel and attendance cost.  If the training is important is should be held regularly and truly be 

accessible for all NPS units.   ""Sustainable, Practical, and Meaningful Training. 

Next to experience, training and development are the most important tools we have to make sure 

we have the most competent work force possible. 

More funds need to be allocated for employee training and development. There is an unfortunate 

mindset in many units of the NPS that “If it doesn’t benefit the park where the employee is 

currently employed, it is not important.”     Many employees’ training certifications lapse when 

they transfer to different park units. For example, a ranger transfers from Park ‘A’, to Park ‘B’ 

with multiple Law Enforcement, EMS, SAR, Fire, MOCC, Incident Management, certifications, 

etc. Park ‘B’ is primarily focused on the Law Enforcement role of rangers. During the 

employee’s 3-year tenure at Park ‘B’ he or she is not permitted to attend training updates, or 

continuing education to maintain certifications not directly related to law enforcement. Nor are 

they permitted to take annual leave to maintain certifications on their own time, at their own 

expense, due to concerns with liability, and workers compensation. By the time that the 

employee is able to apply for a position at another park, he or she has lost the certifications or 

skill sets that make the employee a valuable asset to a diverse Ranger position. Thus, the Ranger 

has lost his or her marketability for positions that require a wide variety of traditional ranger 

skills, in addition to Law Enforcement. This does not benefit the NPS as a whole, or the ranger’s 

career development. This issue contributes to the NPS’ problem with retaining well rounded 

employees in the VRP Division. 

Wish I had the time to complete this survey 

Though there has been a demonstrated need for higher level law enforcement training due to 

societal and world influences, I believe it is necessary to refocus training on being a ""park 
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ranger"" and not a ""law enforcer"". The pendulum of training has swung too far in the direction 

of being a ""cop"" and needs to be modified with more science and resource understanding. I 

believe it is time to create  an intake system for rangers to be hired into resource protection 

positions. It should begin with obtaining a 4 year degree, but during that time attend a ""rookie"" 

school to obtain commission credentials to work seasonally. Then be interviewed and hired 

permanently and immediately sent to FLETC and FTR. Once back at the park there should then 

be a progression of training to round-out the other competencies needed. At the completion of 

this second year of training the employee could then be considered journeyman level. 

Professional development is sorely lacking in our profession.  We actually lose competencies as 

we further our careers. 

A Bachelor's Degree should be a requirement for all Federal Law Enforcement Officers.  Non-

LE Managers should be removed from the Chain of Command. 

NPS needs to go away from the ""freindly"" Ranger mindset as it is dangerous and discredits 

NPS Rangers as agency 

I feel that the level of skill in the NPS has diminished in the past several years. I would like to 

see a standard not a checklist and hold people to it. Help make us be proud to be NPS rangers not 

the laughing stock. Good luck, 

I would really like the opportunity to go and watch other Chief Rangers at work, how their park's 

management team functions (or does not) - shadow assignments would be awesome. I am 

fortunate that I had three very different ACR assignments before I officially took a CR position. 

These experiences provided me with a roadmap in a non-threatening environment to try out 

things and learn.  It was much better when I realized that gee, there is no way I can reasonably be 

expected to make sense of all of this right now - in an acting role, so that I had some room for 

mistakes - and I had laid the groundwork with the Acting Supt. that allowed me to experiment.  

Some of the learning was painful to be sure. Yet, I put all of it to use every day.    I am thrilled 

this is finally happening - that we are really looking at this - as skeptical as I am - being a veteran 

of how many surveys about the LE program in the NPS.    I am jealous of my colleagues, who 

have the facility managers leaders program, the Supt's have their Supt Academy, interps have 

their thing and we, the Rangers are so operationally focused we often miss how to develop our 

programs and ourselves beyond the skills to execute emergency and law enforcement incidents. I 
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personally spend a good deal of money on my own training and education, readings on 

leadership, as the NPS has not seen fit to provide me with any of that training.    I look forward 

to the results. - which if it follows past practice, will be left in draft state, never to truly get acted 

upon. Yet I still spent more than the 25 minutes taking part in this survey, as I believe it is like 

voting. You don't vote and you don't have a right to complain.  So if I am not willing to put 

myself out there and talk about this, then I need to shut up and go away.  I am willing to be part 

of the solution. 

O.K....  Get rid of the seasonal program. Stovepipe LE and provide proper training, equipment 

and budget. Hold managers accountable for bad decisions. Mark our vehicles and uniforms with 

the word ""POLICE"". Get rid of cordovan. Allow for a modern LE uniform. Add in a rank 

structure and additional pay for specializations. Develop an exam process for promotion to 

leadership ranks.    The Bottom Line: Despite the above mentioned deficiencies, the National 

Park Service continues to recruit and train highly motivated, educated and dedicated individuals. 

The major problem is that once they are trained they leave in droves to other Federal, state and 

local agencies. This exodus is due to in no small part to the agency in general treating its officers 

like shit. Provide leadership, organization, funding and the training to stop getting us killed. In 

order to turn the LE program around, you will need to step on quite a few toes and perform some 

major re-construction. 

I've been in my current position for 19 years and for the first 14 in the backcountry solo 

performing most of the duties of all the park divisions.  The time has given me a unique 

opportunity to learn the resource, policies, regulations and management in a dynamic area.  

Without the depth of experience in one area I'm sure my answers would be much different. 

IMARS is the worst program I have encountered in my 28 years!  It is seriously harmful to the 

park and its resources.  We spend a huge amount of time writing reports that used to take a very 

short amount of time.  Crime rates will go down in the NPS due to the time we spend writing 

reports and not patrolling (not to mention the non-reporting of incidents because rangers don't 

want to write another report!) 

Seasonal L.E. Ranger  Branch Director / Division Supervisor with  a NPS IMT 

it all means nothing withut the time and money to implement 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 465  ~  

 Use Navigation Pane to move about electronic document   

This survey is a complete waste of time.  It is way too long and will inevitably lead to no greater 

understanding of VRP or any changes in the way VRP is managed.  Also, no one has the time to 

actually read and understand the wording of most of the questions. This is a perfect example of a 

waste of Government spending. 

I have attended Fire Management 401 courses at Humboldt University to obtain knowledge skills 

and abilities to meet the 401 series in Fire Manage Management, Certificate of Completion, 21 

units. 

It takes far too long to gain the training and exposure Rangers need to do the job. A greatly 

accelerated training program needs to happen even if the Ranger is in training the first year or 

more of their career. We need to have FLETC training on day one and move past seasonal LE 

Rangers. After FLETC then FTO, SAR Academy, EMS training, NPS policy's, SPU, etc - all 

before the Ranger is turned loose on their own. The on the job training and a decade of time  to 

get minimum skills is too long. 

NPS needs to better take care of seasonal law enforcement officers.  We do a lot of extra and pay 

for other trainings and it does not help with getting a permanent position.  Parks need to utilize 

seasonals to make being a seasonal worth it with a permanent position after a couple seasons.  

Send seasonals to EMT courses during the off season, that is a way to build a good working 

relationship. 

All training can be meaningful to building a Chain of Knowledge. All professional development 

and educational opportunities can be easily resourced within our organization. 

The wording and organization of this survey was confusing.  The question left begging was are 

you asking how important I think these things should be, or how important they are at my park 

and in my division. As an example, EMS, SAR, and other collateral duties are currently 

important parts of our job, but I may not think they should be. 

As a seasonal, I work 3-4 months of the year in this position. Over the course of three years I 

have about one year of on-the-job experience. This questionaire does not address this fact. 

A mentorship program for upper level LEO managers. Also direct line item budgeting for the 

NPS VRP program. Increase the retirement age for 6c retirement to age 67. 
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I am sick of being bound by continuously changing policies that limit my career development. 

You have people who have been working for the NPS for YEARS, under VRP, and yet, by 

semantics, I cannot be a 7 until I have two extra months under my belt.. .when I've worked 

concessions and fee (VRP) positions to the 9 level. How meaningful is that? 

NPS needs to more Law Enforcement based.   Lack of Constituency 

Rangers need to be held accountable at all levels and this would address several issues that is 

currently being a point of friction within the VRP Division. 

Thanks for taking the time not only to collate the numbers, but also to give some reflective 

thought to the boxed ""text"" comments. Oh, and in response to paragraph two below, re: 

identification, I have no doubt that, were you to take the effort, you could determine in which 

Park I work and who I am.  That ""risk"" does not concern me. What I have stated, I would stand 

behind as credible.  It is not demeaning or defamatory toward any person or agency, 

The training that the National Park Service gives are only for a select few!  The good old boys!  

So, I'm thinking that this survey is a joke. No Real changes will come from it!   -Sorry 

Too much academics and not enough field experience 

Student hiring is important.  But ProRanger is not the answer.  Develop a program so that your 

current seasonals can convert to permanent positions.  Direct hire authority for hand picked 

students is hurting the National Park Service from the inside out. 

Law enforcement Rangers have many collateral duties (i.e. LEO, EMS, Fire, SAR) and not 

enough delegated time or incentive to train to proficiency in all of them. 

The National Park Service loses good, competent Rangers every year due to the limited 

opportunities for professional development and a lack of a clear career track beyond the 

journeyman Ranger level (i.e. Special Agent). Various other Agencies that have less demanding 

duties are given field level GS-11 and/or 12. These other Agencies (Border Patrol, BLM, etc.) 

have basic Law Enforcement duties only. Park Rangers have LE, Fire, EMS, SAR, etc. This 

varied skill set is arguably more deserving of the higher field grade level. Additionally, the 

opportunities to move up in the natural progression to the Special Agent position is extremely 

limited. These are the reasons that I have observed high attrition among good Rangers. 
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I have a lot of opportunities for free training with the state, but I get no support from my 

supervisors so I go on my days off or I take leave so I can attend.  I can't get any of my 

coworkers to go.  There is some really good quality training that is paid for by the Alaska Police 

Standards Council.  I'm on our regional training committee, but without support from above, 

people just won't take advantage of it. 

You need to ask these questions:  At your park, ARE these (concepts) being implemented?     

You will see a completely different picture 

The NPS relies too heavily on the lofty ideals and a focused purpose to drive people to preform; 

relies on self motivated people who do not wait for the agency to provide opportunities; they 

make their own opportunities.  This is an antiquated approach that has lead to a lost of many 

highly qualified employees.  The NPS needs to be more pro-active in developing its employees 

and then in retaining them. 

The park service provides us with FLETC, we are trained per the needs of individual parks.  If 

we stay in one park for the entire career we can become very skilled in the needed fields within 

that park.  If we often move from park to park we often lose our skill sets from previous parks 

and gain new skills.  This skills are only retained if we continue to use them.  It sucks to be 

trained in something like motor vehicle accidents and then never use that skill for 2 to 6 years 

while your in one park then transfer to another and be expected to be highly skilled because you 

were trained 2 to 6 year prior.  I paid for my own EMT-B class and used it while in a couple 

parks now my certs of expired and I only provide basic first aid because my park doesn't really 

have an EMS program.  Professional development towards becoming a supervisor is nonexistent.  

There is no testing to prove you are even qualified to be a supervisor (just apply and if no one 

else applies your in).    There is so much wrong about our jobs but the love of what we are doing 

keeps us here. 

2013 is the first year I've looked for another job outside of the NPS. 

We need help building true leaders and to stop promoting mediocrity. 

The NPS currently needs to provide more training and development opportunities for advanced 

resource protection, Incident Management at the Type 2 and 3 levels (when you have a hard time 

filling C&G Staff for two Type 2 Teams with current NPS employees you an issue), we need 
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more leadership development opportunities and we need these opportunities centrally funded 

rather than park base funded, as the training is perceived by managers to take away from base 

operations.  For the success of Servicewide programs, such as the All Hazard IMT, training and 

individual development to fill C&G positions need to be a Servicewide priority and centrally 

funded. 

The Law Enforcement Division Need to be taken away from the park (being under the 

superintendent and deputy superintendent ). To meany of them get into LE buesiness telling 

them to take tickets away and also telling them what to do. But also want them do there job. 

Then the ranger do not want to because of the management. THE LAW  ENFORCEMENT 

DIVISION NEED TO BE NO LONGER ON THE PARK AND BE ONLY UNDER LAW 

ENFORCEMENT PERSONAL AND DO NOT HAVE BE UNDER PARK. 

N/A 

I have been with the federal Government for almost 19 years. 8 1/2 with the army and the rest 

with the park service. the park service is the most resistant to change organization I have ever 

been with.They do not train personnel to become leaders.     The best thing they could is offer an 

early retirement like the military did years ago like a 5 for 5. 

More emphasis on officer safety and actually doing your job safely rather than worrying about 

upsetting visitors and being too ""Police like."" At the end of the day, we are police officers who 

wear the title of Park Ranger. 

Develop the employees that are passionate about the National Park Service.  Provide the 

opportunity for training to seasonal staff at low or no cost even when they are laid off such as for 

park medic training, structure training,  or training's at FLETC 

I believe that the National Park Service needs to run their Law Enforcement divisions like a Law 

Enforcement agency instead of just another division within a park. It is not right that we have to 

fight for a budget between other park divisions when the stuff that we need to buy or the training 

we need could possibly save our lives. We suffer in training and equipment just because other 

divisions think that they are getting the raw end of the deal just because we have something that 

they don't have.  The fact of the matter is that their life is not on the line everyday they go to 

work like ours is. 
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I have received 24 upper level college credits 

Communications from WASO to Regions to Parks is also a critical part of professional 

development. InsideNPS is a mess, new polices and procedures are often posted with no 

communications to the field that they exist. Don't neglect old fashioned correspondence in favor 

of social media and web postings. Once the screen rolls down it gets overlooked by the folks 

who work weekends. Polices and SOPS must stay current to convey importance and relevancy. 

Training opportunities must navigate the current fiscal challenges to get to the customer, 

however, we might best do that. 

Leadership Training and Development for Law Enforcement Park Rangers should be a priority. 

There is a Lack of Quality Leadership Training for Rangers. 

NPS FLEO are over educated and under paid compared to the other Land Management agencies.  

We are micro managed and bound to the office doing collateral duties instead of out in the field 

learning our job, using our education, and applying our skills.  We do not need more training we 

need more experience.  Some parks have this but small parks do not.  We are constantly doing 

the job of Admin, Interp, and Maint. instead of doing our job. 

I think that many skills that we have a basic understanding of are not developed any further than 

the remedial level but we are required to have extensive knowledge of these skills.  The 

continuing education/ refresher hours do not set a pth to greater understanding and prefoessional 

developement, but instead set a basic level to accomplish to put on paper it is done.  Something 

similar to the ICS cahin of training could be incorporated ointo law enforcement training and 

actually help Rangers grow professionally and technically in our profession. 

Jean Lafitte NHPP is a black hole for the NPS. If it can be done wrong, it is done wrong at 

JELA. 

The NPS at all levels needs leaders. We forget that we must take care of our people first, the 

mission second, and ourselves last. If we take care of our people they will take care of the 

mission.  We have no program in place to mentor leaders.  There is no developmental program in 

place such as a basic, advanced and senior training programs.  Staff members who are selected 

for developmental programs are not allowed to try the things they learned. Support advanced 

degrees.  This can only help us.  Create a Master Ranger GL 11/12 position.  Large police 
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organization use these unofficial leaders to do all sorts of assignments.  Educate superintendents 

about LE programs beyond the FLETC Management for LE class.  In sum this up... Do the right 

thing even if no one is looking. 

As I stated at the beginning you can train/educate people but it takes professional development to 

achieve the correct mindset. 

Insightful survey! 

We do not provide nearly enough advanced training in law enforcement.  To be professional you 

need to be trained at a high level.  We do only what we need to get by for the most part.  That 

should not be acceptable. 

Please consider ""new"" programs that the NPS are incorporating or have improved when 

individuals stated that they do not feel that they are at expert levels when working with this 

programs.  I wish I knew FMSS or PD Ideas programs better so I could work more efficient in 

them and not feel so inept when trying to muddle through these new and complicated programs. 

Meaningful training should be training that will prepare the individual to do his/her job to the 

best of their ability; to prepare them to perform under the worst possible scenario. As a group 

overall, a majority of the law enforcement officers lack the necessary mentality and focus to 

perform at the level that would allow them to go home at the end of their shift in the event of a 

potentially life threatening incident. I attribute this to the overall NPS mentality and the historic 

""generalist"" ranger who only did law enforcement as a collateral duty. In this day and age, if 

you cannot focus 100% on law enforcement, you are setting your personnel up for failure 

through divided attention and the lack of true focus on the dangers that are encountered on a 

daily basis. 

I appreciate the effort being made in WASO.  One word: STOVEPIPE 

Please, no more online trainings.  We need outdoor, in field, training. 

The NPS is lacking at professional development of seasonal employees, due to the lack of 

continuous work. The typical seasonal law enforcement ranger only works about 6 months a year 

in a “professional” position, then does not use or develop those skill sets for the off seasonal. The 

NPS is setting up its law enforcement employees for failure. In the modern world of law 

enforcement and rangering the seasonal position is out dated. 
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Over the past 20 yrs there has been a definite change in the priorities and patrolling behaviors in 

the LE Division in my park.  It seems to be coming from FLETC with the emphasis no longer 

being on visitors/resource being managed and helped, but instead being caught performing 

criminal activities and being arrested.  No longer do the LE Rangers feel they are a part of the 

park and the decision making and management either culturally or naturally.  History of the park, 

the resources of the park, visitor safety/education, managing the park, etc. are no longer 

considered to be anything but extremely minor parts of our job. 

I think it is good that our division is coming up with benchmark standards i.e. white cards, grey 

cards, red cards. However, the training opportunities are limited now that I have moved to a 

smaller park. I think that region could help out. We also lack leadership in our division as a 

whole. It is so inconsistent between parks. I have worked in 11 parks and travelled 

internationally for the NPS. I am currently working in the smallest park I have ever worked in 

which receives about 1.5 million visitors annually.  It is shocking the lack of opportunities for 

training and continued professional development versus the larger parks. 

What happened to no net loss? What happened to the IACP 1999 findings to create more jobs? 

We can't keep cutting field positions. We do not need our Rangers getting hurt being spread thin 

and tasked with more collateral duties. Our resources do not benefit from reduced hours and 

staffing. Our visitors do not benefit from reduced staff and coverage hours. Superintendents 

should not have the financial purse strings to control chain of command and program control. 

Have all parks answer to the Regional Chief Rangers instead of the park superintendents and 

obtain funding directly to the park operations and not through the superintendent's office. My 

current park is down 2 field positions and one supervisor position that our park superintendent 

has told us are gone. As in never to be filled again. 

I hope that something productive and tangible will come from this study.  I hope that this is not a 

study simply for study's sake.  Thank you for your interest. 

This survey failed to ask about the competency levels of those around us.  I look around my 

work group and see very few who have taken advanced training outside of work (especially since 

budgets do not allow outside training).  There are no questions on places where we as employees 

feel that we, or the agency, need additional training or help.  This survey appeared to only 

attempt to get people to state what they feel is important and whether or not they can do what 
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they feel is important.  It glossed over the question of how do we do what is important, and how 

can the training group help get us there. 

All professional training for my position is paid for my be personally, OPH program has no 

funding for professional development.  OPH should have some funds for management training 

and technical updates. 

More training related to law enforcement and cultural/ resource protection. We need more GS-11 

positions available and more Special Agent positions (That do more than internal investigations) 

I understand the under lying concept of this.  But the questions are directed towards VRP.  You 

are asking questions such as ""How important is safety?"" and then how safe are you?  While 

this might give a recorded account of where issues are arising.  You did not really indicate is this 

directed to when we are in the field or in the office?  Do I need to be respectful of people I met, 

yes, is there time when I have to less than respectful, yes.  You can only say sir so many times to 

a person that is not complying with your commands.  Are these actions repeated while dealing 

with peers and or management, No.  Also you state that the information is anonymous, but in the 

paragraph below  that you state that I can object to the use of my data.  How do you know which 

data is mine if this is anonymous? 

I am an Operations Section Chief on a National Type 1 incident management team. 

The VRP program has come a long way in the last 20 years. Continued development and training 

is needed for the program to improve. 

NWCG and FEMA Classes 

Just a comment on the survey methodology itself:  you rate the scores 1 through 7, with 1 and 7 

defined with subjective terms on either end of a scale.  There are no other subjective descriptors 

for 2 through 6.  On some surveys, a ""4"" rating would be ""neutral"".  In this survey, I wasn't 

sure if a ""4"" would be neutral or if it might be rated as ""somewhat important"" or ""somewhat 

prepared"".  Just a note on proper survey methodology; please explicitly define what the numbers 

mean, and you'll get far more reliable data. 

I attended FLETC and found the program to be; very expensive, too long, and of minimal value 

given the actual job that it was intended to train me to do.   The National Park Service law 

enforcement program is not recruiting the best applicants or training them effectively. The NPS 
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uses an outdated model of seasonal to permanent employment that allows its officers to; pay for 

their own training, get hired, work in a “temporary” job for years, and then send them out to get 

trained in the job they have already been doing. The seasonal/ permanent employee training 

model creates two separate standards and encourages many competent applicants to seek 

employment elsewhere. I am not aware of any other federal, state, or municipal agency that does 

such a thing with its training, this may have been a useful tool in hiring at one time, but is not 

serving the NPS well in training and retaining its employees.  Furthermore, the FLETC model 

for training is ineffective in teaching students the actual skills that are needed for the LEO/ 

ranger job, e.g.  good writing & speaking skills, legal and procedural protocols, knowledge of 

natural resource crime, or how to make decisions when there are unreliable communications or 

when assistance may be unavailable or delayed for prolonged periods of time. The really useful 

part of the FLETC training program is the field training and evaluation portion, which constitutes 

a small part of the program.   Long term employee development training is non - existent, and  

employees like; general rangers, fire fighters and EMT’s or for LEO rangers with collateral 

duties such as; fee collection, budget, or public information officers, little useful training is being 

provided. The IMARS report writing system which was implemented this year was done so 

without appropriate training and is ineffective and uses up or time trying to accomplish simple 

tasks.   The required training for our jobs is not occurring appropriately, but “useless” training 

such as annual Government credit card training, FISSA, Operational Leadership, and 

HAZWHOPPER are wasting our time and providing little to no benefit. 

First of all, I don't think this survey will be an effective tool for measuring our training needs.  

Many of the questions were so poorly worded that they didn't really say anything.  I read several 

of them to coworkers and the response was often, ""What does that mean?”  Many of them aren't 

even complete sentences.  If you want us to give meaningful answers, ask clear questions rather 

than using the latest marketing jargon.  Secondly, the NPS is notorious for failing to train its 

employees (at least within VRP).  The seasonal program has long outlived its usefulness.  

Having people pay for their own brief training at one of twelve (?) academies with vastly 

differing programs, offering no field training (aside from whatever their first park happens to 

provide), and offering no benefits is almost criminal.  It is a wonder that more seasonals (and I 

was one) don't end up dead or in jail.  They also get to pay for their own EMT training before 

getting hired.    On the other hand, we deem it necessary for permanent rangers to attend an 
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intense 20-week academy and 11 weeks of field training before we let them go to work (at a job 

most of them have done for many years), but we will give some green kid a gun and a badge and 

let them do the same thing with little to no guidance.  This is all backwards.    Even FLETC has 

problems.  We spent 8 hours on ""man-pads"" (rocket launchers), but never talked about things 

like restricted weapons (silencers and the permits required for them) or many other federal laws 

over which we have jurisdiction and a likelihood of encountering.  The instructors often dodged 

difficult questions, such as dealing with juveniles, and key things like the new mandatory 

IMARS and encroachments were given not a second.  If we are to have a professional LE 

program, we need to treat it as such.  Hire people (with benefits), train them (with all the core 

skills, LE, EMT, wildland fire, basic SAR; follow the military model such as that for multi-

skilled operators like the USAF pararescuemen), then send them to work.  NPS Rangers have 

some of the most demanding and extensive skill requirements of any job, period.  We have to be 

a law enforcement officer with a huge range of expertise, from traffic law, to natural resource, 

game & fish, drugs, crimes against people, diplomatic issues, tactical tracking and building 

clearing, bomb & booby trap detection, etc.  We have to be EMTs or park medics.  We have to 

be certified as wildland and even structural firefighters.  And we have to be SAR professionals 

covering a variety of skills (Incident Commander, Planning Section Chief,  ground searcher, 

white water and high-angle rescue).  We might also have to be proficient with driving boats, 

ATVs, and snowmobiles, handling / riding livestock, SCUBA diving, working in GIS and 

managing helicopters.  Add to that programmatic responsibilities such as PEPC, PMIS, writing 

regulations, and juggling collateral duties (such as supervising seasonals and VIPs) with no 

training.   Oh, and we often get to do our own travel and timesheets just for fun (with almost no 

training).  Finally, we’re bogged down with mandatory training such as Operational Leadership 

(aka “common sense”) and IT security.   And how are we supposed to learn many of these other 

“required” topics?  DOI Learn; which is a complete waste of time.  These are our training needs.  

All of this is asked of us, while being paid the least of all the federal law enforcement officers 

that I can find.  Even other land management agencies pay their journeymen more.  Some, like 

the US Marshalls (who are basically just cops, without the other responsibilities, who generally 

work planned missions in groups, not alone) pay journeymen GS-13 if I'm not mistaken.  Then 

we require Rangers to live in government housing (paying rent) and expect them to be on-call 
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with no compensation.  How can the NPS expect to retain good employees under these 

conditions?  As a final insult, many parks 

I feel like I've been fortunate to acquire a significant amount of specialized training while on the 

job.   My first concern I would like to note is that there are no motivational incentives to further 

careers. I can give you examples of Rangers working in the same GL level, but who have 

significantly different daily, weekly, monthly or annual expectations. Comparing my work load 

to another at this park, I'm an instructor in 4 different areas of expertise and have multiple park 

collateral duties. Another Ranger here has minimal collateral duties and is an instructor in no 

specialized fields at this time. Our pay is basically the same. (s)he works primarily as a field 

Ranger, while I split may workload with trainings etc. I feel my work here is important and I 

enjoy it, but I feel slighted when i look at the fact that I could be doing a lot less and still be 

making the same pay. I've recently been asked to add an additional training to my workload. At 

this point, I have no further incentive to do so and have rejected additional responsibilities. I 

realize its building my skills as well, but in any other job or career people are rewarded for 

taking on more task with workloads and skills. Until I see a reward for the service I'm asked to 

provide, why would I want to add more work at the same basic pay? Employees should be 

rewarded for extra work. So far, all I've seen are additions to my position description. This is not 

fair or right. I believe these extra expectations are causing a lot of GOOD employees to seek 

employment with sisters agencies such as BLM or USFS because of the opinion of same or less 

work at higher pay.  2nd....I have been through many safety trainings in the NPS. I agree with 

safety as a priority. I believe our work has a safety element involved in everything we do in 

recent years. This year though I was in safety training where the concept was given that there is 

no accident. At this point I believe the safety instructor has lost credibility. There are accidents. 

We can not control everything that happens in or around us. We can do our best to mitigate 

accidents by safe practices. I specifically gave an example of an internal issue with a mechnical 

device that has been checked as sound and performing correctly. I used a boat motor specifically. 

If I'm running a boat on plane speed and a mechanical failure occurs, even with regular 

maintenance and inspection, failures do occur. If this happens, and the boat prop stops and I 

come off plane suddenly and hit the windscreen and get a bloody lip or broken tooth. Is this an 

accident or a preventable incident? All maintenance and training have been performed, yet an 

unexpected failure caused an employee injury. As my safety trainer has said to me, all accidents 
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are preventable. I don't see how this is. Things happen out of our realm. I believe safety is a top 

priority, but I will not accept that all accidents are preventable. Most are and I agree with that, 

But not all things are within our control and we need to also except that as managers, leaders, 

and safety officers. Things will happen and it seems like we make people bad examples then we 

wonder why people don't turn in small incidents that we want reported. 

PROFESSIONAL DEVELOPMENT: If you want top-notch employees, you have to attract them 

with pay and benefits they can get elswhere in the federal government.  Set the journey grade for 

Rangers and Special Agents at GS-13 (Non-supervisory to match other federal agencies.  This 

will attract talented people to the profession.  PROFESSIONAL WORK APPROACH: 

Professional law enforcement officers work in teams, not alone.  End the practice of Rangers 

working alone because it gets them killed!   If the NPS truly believes in OL (employee safety), 

solo patrol should end now.  All the rangers murdered in the history of the NPS were alone when 

they were killed.  Joe Kolodski was trying to manage the apprehension of an unknown 

(subsequently arrested Jeremiah Locust) himself.  Joe was standing by his patrol car, looking for 

Locust, with a radio in hand (not a long-arm), looking for a reported armed man who had 

threatened visitors and was reported to be crazy or drunk.  Joe responded alone instead of getting 

a partner.  Joe didn't have his long-arm because he parked his POV (he was coming to work on 

Father's Day) at the District Office and instead of going from the District Office to the Sub-

District Ranger Station (where his rilfe was stored) he drove up the Parkway and was ahead of a 

double-unit.  Joe was the first ranger to see Locust.  Because Joe was alone, as he drove past 

Locust, he lost sight of Locust.  When Joe turned his patrol car around he lost site of Locust.  Joe 

drove back to the place where he last saw Locust and got out of the car and was standing alone 

when he was shot and killed.  Another ranger had driven-up and was exiting his patrol car as Joe 

was shot!  Just prior to being shot, Joe was using the radio to tell the other responding rangers 

where to set-up.  So, Joe is the ranger seeing the suspect and is driving his car and is 

coordinating the placement of other rangers, and is closest to the suspect...  Every other ranger on 

scene either had their rifle or shotgun in their hands or at least a pistol - Joe was the only 

""unarmed"" person at the scene... Why?  Was Joe focused on a single task (being the contact 

officer as he was so positioned) or was Joe multi-tasking in a deadly-force encounter?  You 

know the answer.  Kris Eggle was alone when he was murdered.  He got ahead of the other 

rangers and was alone when he was shot and killed.  A helo hovering above does NOT ""count"" 
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as a partner.  Margaret Anderson was alone.  Another ranger following the perp's vehicle is not a 

partner.  Would Margaret have used the tactics she used if she had been with a partner?  Would a 

partner have been deployed outside the vehicle with a long-arm in anticipation of worst-case-

scenario for the facts presented (perp ran road-block and refused to yield for many miles to the 

pursuing ranger...)?  Robert McGhee was alone on a car stop when he was shot and killed.  Two 

known escapees were at large and Bob makes the contact alone.  I seem to recall he was not 

made aware (radio BOLO) of the escapees.  Either way, whether he knew about them or not, he 

made a solo contact which resulted in his murder.  Ranger Steve Makuakane-Jarrell was alone 

when on the beach when he was murdered.  Ranger Ken Patrick was alone whe he was shot and 

killed.  Does a professionally run organization not see this pattern?  Professional Development?  

This same thing applies to rangers dying for other than homicide reasons.  Solo patrol in the 

backcountry (lakes, rivers, road-snowmobiles, etc.)  You can't put a price on a life - we all know 

that, so why do we keep exposing rangers to solo patrol situations... They were all alone every 

time!  Back to LE, Does a Professional Organization investigate an employee murder and believe 

it has no bias?  Shouldn't a third party be doing the investigation and review?  The NPS simply 

can't pass the red-face test by doing internal investigations and reviews of employee murders.  

PROFESSIONAL DEVELOPMENT: Get 6(c) legislated once and 

Training, professional development and education are NOT a priority for the protection staff in 

this park 

Leadership training, mentoring and continuing education needs to be developed and strongly 

encouraged, not only for current leaders but for future and developing leaders as well. 

Please consider a work swap program, by which rangers from one park swap with rangers from 

elsewhere. There is far too much disparity among the various law enforcement operations in the 

agency. Standardization is crucial. 

Thank you for providing this survey 

I spent 21 years as an Army officer.  The SLETP I attended in 2011 did an excellent job of 

preparing me for this position.  Go Tigers! 

To whom it might concern I think the NPS should stop the Pro Ranger program. I think the 

people graduating the program aren’t the best qualified for LE position. They are just handed 
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permanent LE position, with the same training as a seasonal LE Ranger received. As a seasonal 

LE Ranger who has done the job for three years I feel that I am better qualified then a graduate 

from the program. I think in the long term this program hurts the Park Services.  Hope this is 

short and to the point about a concern I have.  I recommended whoever is reading this to look 

into this program to get a better idea about it.     Thanks 

It is important for the LEO program to continue to change and improve. It often is behind the 

times with other departments when it comes to technology and training. NPS seems to be taking 

steps to change that by having yearly refreshers and implementing the new IMARS program. But 

lack of in house training still exists. For example the new IMARS system is a great idea but most 

people don't know how to use it. So essentially the program is useless. As a seasonal LE I find it 

very frustrating to start at a new park and get very little guidance and training on the operation of 

the new park. Every season we get a crash course on how the park works and are expected to 

find our way through the season without proper training. Safety is very important to NPS but yet 

we send out young inexperienced Rangers and expect them to perform at a safe level. It would be 

helpful for parks to have a FTO program for seasonals. Maybe even have specific parks only 

take new inexperienced seasonals and run them through a rigorous field training program. Also 

the seasonal guidebook is only applicable to new gs-5 seasonals not 7's. 

I don't believe that the results of this survey will be used in any meaningful way. 

Protection Rangers need training in Law Enforcement, not management policies and procedures.  

Being on the job for 3 years, or multiple seasons before going to FLETC is ridiculous and sets 

Rangers up for failure.  If expected to wear multiple hats than the training for those positions 

must be available.  Searching to maintain EMT training on one's own time and dime, when a 

park readily relies on the skill set is frustrating, and frequently necessary in smaller parks.  The 

Park Service needs to embrace technology in LE and train accordingly.  Modern LE is not done 

with patrol logs and phone calls, in-car computers, cameras, and GPS locators should never be a 

luxury that Rangers have to fight for.  Community policing concepts need to be trained and 

embraced among Rangers especially those in urban areas, and all rangers should be CIT certified 

considering the correlation between psychotic breaks and natural places.  No ranger should learn 

how to deal with a suicidal subject by trial and error, yet this is how seasonal rangers and new 

permanent rangers are learning all over the country.  A needs assessment that asks about 
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""management best practices"" is somewhat offensive when Rangers can't even receive the basic 

training they need to stay alive in the field. 

NPS needs better quality 40 hour refresher training.  They are often low budget.  They don't 

address the areas that we need to constantly improve on, like investigative techniques and tools 

or interviewing techniques.  I would rather attend less hours of training a year or every other year 

after basic and have it be of quality versus hours and hours of low quality continuing ed. 

There needs to be a formalized intake program to that hires and trains people to be permanent LE 

Park Rangers.  This program needs to be fair and accessible to all, and not be focused on 

veterans and special groups.  Professional development does not seemed to be encouraged, and 

training and education often seems to be at the mercy of individual park budgets.  Seasonal LE 

Ranger training does not seemed to be standardized  amongst the seasonal LE Ranger academies, 

with recruits from different academies often widely ranging in skills.  Might be good to develop 

some type of standardized field training process for seasonal hires to become more proficient 

with LE Ranger skills. 

Don't let the collateral duties overwhelm our law enforcement focus. 

With the myriad of operational issues I deal with it is impossible to be an expert in all aspects 

which results in deficiencies in some critical skill issues. 

I wish park training and education was much more inspiring and actually focused on instigating 

the major changes in the world necessary for the protection of our parks. 

Training seems to vary GREATLY from park to park, with some parks offering superb training 

and others very minimal.  This is understandable given the size, budget and location (isolation) 

of various park units, but it also creates concerns (especially in emergency services) about safety, 

quality of back-up, and lots of redundant training.  Also, there seems to be a LOT of time 

WASTED on training for things that people should already know (don't gamble on government 

computers = FISSA; discrimination is bad = No FEAR) and too little time spent on potentially 

life saving training such as regular LE control tactics training, firearms training, etc., etc. 

Kind of a BS questionnaire.  Asking individuals if they are competent in a particular skill is not a 

valuable yardstick.  We are all poor evaluators of ourselves.  Instead of asking if I'm competent, 

it should've asked if their department or squad or work unit is competent. 
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Questions could be viewed 2 ways.  Not sure if I were to answer from my point of view or what I 

see the agency point of view as. 

you talking to me . . . or my position description ?  questions 20-33 illustrate the problem . . or is 

this  just another exercise . . . . . . . . . . .? 

LE Park Rangers need to remain focused on a generalist view as described in all of the essential 

core competencies. There needs to be formal developmental opportunities in all of these areas. 

Mentoring is key to success but rarely executed in the NPS. 

survey is to long 

Leadership is what is lacking within the V&RP division of the National Park Service.  The lack 

of leadership in certain areas has created completely different standards for the same positions at 

different parks.  Consistent standards that are enforced and implemented to coincide actual 

leadership will improve field staff's abilities and productivity.  Change has to start at the top.  

Until Management is held accountable at all levels and turned into leadership positions, the 

V&RP staff will continue to have low morale.  Surveys designed to evaluate leadership abilities 

of park management agency wide should be conducted.  Not just surveys about field staff's 

abilities. 

Harvard  Stanford   Rapport  Life coaching  Sabbatical 

At least one week worth of funded training by the agency would greatly benefit adhering to 

requirements of expertise needed to successfully fulfill this position. 

Staffing is a huge issue with any of your questions relating to how prepared we to do something.  

We are being bombarded by WASO and Region reports and reply dues while still trying to get 

our basic jobs done.  In WASO and Region, you have people who have only one job area while 

at the park level one person may cover what five of those people at the WASO or region level 

do. 

Stop turning out specialist Rangers and NPS employees. Start streamlining the work needs of the 

field, every person hired at Region and Washington levels, seems to add work to our levels, they 

should be making our jobs easier, right? 

With the budget and travel cuts, the NPS will need to get creative on delivering quality training, 

professional development, and education opportunities to staff.  We may need to assess training 
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currently deemed mandatory, looking at type of training, quantity and frequency of training.  For 

example, do law enforcement rangers actually need 40 hours of in-service training per year?  

While most large city police departments do require on going training throughout an officers' 

career, they do not require this quantity and frequency.      Assigned self-study or independent 

study training courses through DOI Learn similar to the mandatory annual IT / Network use 

training may be helpful in covering some of the 9 essential core competencies of VRP 

employees.  There is nothing wrong or inappropriate with distance learning as an option due to 

budget and travel limitations.  Look how many college degrees result from distance learning.  

This alternative to training/education would not include the ""hands on"" type of training we are 

required (firearms qualification, etc.)    I think the NPS falls short on supervisory / leadership 

training.  It's importance gets minimized when budgets get cut. 

Not sure if this particular survey will reflect the issues within the division accurately. A lot of 

training in this division is administered through FLETC, which was not even mentioned in this 

survey. I suggest polling rangers first to find where the issues are first, then developing 

individual surveys to address each significant issue. 

Thank you 

Training is minimal. The NPS often puts in the minimal effort to train an employee but expects 

the employee to give the max effort. Field level law enforcement positions top out at GL-09 and 

the only  way to earn higher pay is to supervise or leave the field. This system takes the 

experience out of the field and turn persons that might have been great in the field into poor 

managers because of lack of training and leadership. 

I feel that the current path being requested of field Rangers is more ""administrative"" than of 

""practical application"" of necessary skill sets.  Visitor and Resource Protection should be, by 

definition a practical application.  The focus on utilizing cooperative stakeholder techniques, new 

reporting and data collation software systems should be done by an administrative position other 

than a trained field Ranger.  Real world skill sets should be the concentration of future training, 

not how to collate the data and spend more time in the office away from the visitors and 

resources we are to protect. 
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I have not  received any training other than what is required to keep my certifications in the last 

four years at my job while most others in the division take training after training. our office is the 

only office in our division that has no training. 

Speaking from a fairly new Chier Rangers perspective, Upon entry to this position, I found that 

the demands far outweighed my knowledge and resources.  I found no structured training to give 

me the proper, organized, solid foundation that I needed to do my job.  I looked at the basic 

training I received at FLETC and then looked at the Superintendent's academy and realized that 

with their faults, at least there was something in place, something to get people started in the 

right direction, a foundation, with my position (middle management) there is no training 

program, there is no foundation and there are very high expectations which can lead to problems.    

I know that there is no magic elixir or pixie dust that will someone make someone the best and 

only truly hard work will breed success but I do believe that the agency is responsible for 

providing a foundation.  Hopefully through this process and some hard work, core competencies 

can be defined for the position of Supervisory Park Ranger and or Chief Ranger, and then we can 

start employees on that path earlier in their career and prepare them for positions rather than the 

sink or swim method. 

I see the need for continued professional development in the area of law enforcement and certain 

skill sets the job requires 

Due to staff cuts (Core Operation Analysis) plus (Sequester), (Travel restrictions) ect... minimal 

time is allotted for meaningful training, professional development, and education for field 

personnel providing operational coverage. 

The importance of the skills level in the survey relates more to the ability to know, understand, 

instruct and support as a manager rather than carry them out in the field. 

I think NPS should have more advanced training for supervisors in applying the law, how to 

work with district attorney's offices, case management. Also law enforcement specific 

supervisory training. 

I'm sick of being treated like crap in Yosemite.  I bust my ass for the park and am done with it.  

You are loosing alot of good people because of the CH500 
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We need to focus on GS-11 and their training. We do not have a single process that gives the 

GS-11 the skills needed to do their jobs. To do this day, when a employee is hired as a GS-11, 

they are thrown the ""supervisor"" key and told good luck. I believe this is the reason why we do 

not have more leaders, but instead we have lots of bad supervisors and managers. 

The consistent rating of less than ""extremely well prepared"" was because there are not enough 

financial resources available to proactively train and equip staff to achieve maximum 

effectiveness.  Limits on travel and training are holding the agency back.  Based on priorities, 

funds are spent in providing those services that are most critical to protecting people and 

resources within the parks.  Core competencies, as appropriately identified in this survey, must 

be trained for and managed with long-term vision and development of the future workforce of 

field and management. 

I enjoy working for the NPS however, I expect training, professional development, and education 

to decrease due to budget concerns.  I am also concerned that regardless of available training 

there is little support for field staff to have input that is taken into consideration.  There seems to 

be lots of talk of new blood and new ideas but little follow through. 

I am growing disenchanted with the NPS despite my admiration of our mission and my love for 

the places that we protect.  Many of the problems we face (over crowding, decaying 

infrastructure) can not be solved at our level.  The tremendous and varied collateral duties such 

as Park Medic, Structure Firefighter, Wildland Firefighter, Law Enforcement Officer, Field 

Training Officer, Firearms Instructor, Helicopter Manager, etc are all stand alone professions in 

their own right while we continue to provide these services with limited training and sometimes 

only infrequently.  Continued budget cuts, flight of rangers to other agencies, and retirement 

without replacement mean that the rangers left behind face an increasing burden of calls and late 

night call outs.  I am not optimistic about the future of the National Park Service. 

The trend to make more subjects required, is distressing. Each park and each career is somewhat 

unique.  Although some basics are important, resist the urge to add new ""required"" training. 

None 

Supervisory training and leadership training are imperative.  Also, training that will make the 

transition out of LE into a management position easier 
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The V&RP has never had advanced training offered in many of the areas you addressed in this 

survey. Most of my career I have had to learn by experience and finding my own way. 

We hire people in specific disciplines and say we will train them in multidisciplinary park 

operations but we do not.  The NPS has subject matter experts in their discipline, but they do not 

know the job of other people in the park.  THey don't see the big picture of what we are here to 

do.  We work in divisions that create division among staff with different jobs.  We do not train 

field staff to become supervisors or managers.  We simply promote people with specific 

specialized knowledge in their discipline and then expect them to magically know anything 

about other areas, supervision, or management in general.    In law enforcement, we hire law 

enforcement officers and give them great training in law enforcement.  We do not  train them in 

anything else they need to be park rangers.  We have created a culture of law enforcement 

officers that can not be park rangers and have no interest in doing what park rangers do.    With 

minimum staffing, we do not allow the rangers the opportunity to do anything but respond to law 

enforcement calls for service.  You can't train when your always covering the road.  Supervisors 

pulled to the road to run calls due to minimum staffing can never get ahead in any program 

management.  We end up providing only the most basic service and our programs suffer. 

The Fire and Aviation Management function of the National Park Service should not be managed 

by Visitor and Resource Protection staff.  These people do not have the skills and qualifications 

needed to manage any emergency incident.  Create an Incident Management division where the 

managers can utilize resources from all divisions.  This would save thousands of dollars of tax 

payer money, by streamlining the incident management function of not only the National Park 

Service but all federal agencies.  The National Park Service would then be seen as a leader in 

Incident Management/Response. 

I'm a strong believer in the core skills a ranger needs.  SAR- EMS- FIRE and LE which all lead 

to good ICS management. Please don't make us budget or HR experts.  There just is not enough 

time..   The above four cores are what makes a sound ranger and prepares them for leadership 

roles.  It's been this way for 40 years with very positive results.  Many of the leaders right now 

are from the ranks of ranger who come from parks that share the above skill sets. Operational 

leadership sounds nice and it's in a fancy package, but I see instructors teaching it that have no 

field skill level to back up what they are teaching.  You can learn this stuff in a classroom or a 
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book, but the skill has to be tested  and reinforced by the school of hard knocks. Task books are 

the way to go.  Every ranger should have one when the enter on duty and in this task book should 

be all the knowledge and skills to make the ranger a multi function leader. 

THE MONEY THAT WAS WASTED ON THIS SURVEY, COULD HAVE FUNDED A 

FULL TIME POSITION, OR A MUCH NEEDED PROJECT. 

For professional development I think it is important to take away a lot of collateral duties for law 

enforcement rangers. There also needs to be less input from non law enforcement positions, i.e. 

superintendents.   A great factor in professional development, which is a common theme among 

many LE rangers I know is to raise our pay. Making non supervisory LE rangers at least GS-11's 

would help professional development and employee welfare. It is hard to see other agencies who 

don't do active patrol or have EMS, Fire, SAR or any other duties being paid GS-12 and above. 

Take care of an employee at home and it will produce better results for the NPS. 

I think developing on line training for LE is critical with shrinking budgets and travel caps.  

Developing quality instructors and evaluating instructors is becoming more and more critical.  

Ineffective instructors should be provided trg to improve or removed.    Often times new things 

are distributed to the field without a lot of guidance/how to/or support. 

Supervisory and management positions need to have specialized training/preparation courses to 

learn more than just HR. Course need to include leadership, project planning, systems us 

(FBMS/AFS/PMIS) and courses designed around managing based on NPS policy and law. 

Let's continue to use online training to train in our ""weak"" areas - it is a good way to deliver 

quality training.  And encourage employees to think more about professional development - 

promotion - training assignments, etc.  Good survey! 

I appreciate the opportunity to answer this survey.  It seems very well thought out.  I hope that 

this will help with my generation of VRP professionals and the next generation to come. 

Seasonal Law Enforcement Academy, EMT-Basic Certification 

Until the NPS decides to organize and standardize its VRAP program and address serious 

staffing issues at some parks, many of the solutions are not going to be effective or have any 

degree of longevity. 
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Although this is contrary to NPS policy, the practice of employee multi-diversification with 

multiple collateral responsibilities is compromising the ability of employees to be effective, 

productive and professional. 

In my 23 years as a ranger, I have seen a lot of outstanding improvements in the training and 

standards of our profession, however, I believe the steady reduction in force through budget cuts 

is having a dramatic impact on our ability to continue to provide for visitor and employee 

wellness and safety.  It is my belief that this will result in rangers being injured or killed if this 

trend continues. 

I am not sure how these questions will be evaluated and turned into something good for the field 

level employees.  Please understand that I love the NPS and I know that the NPS will never love 

me back, but we have got to call and ""All Stop"" and really look at what we are trying to 

accomplish here.  We are not a “law enforcement agency"", however we are expected to do LE 

and are held to very high standards.  We are not a ""Fire Department"" but are expected to be 

proficient at wildland and structural fire.  We are not an ""ambulance service"", but are expected 

to maintain our certification levels and should not expect to be compensated for our efforts.    

Does this sound like an agency that wants to keep it's employees for any amount of time?  The 

NPS has become the #1 agency for recruiting and training BLM, USFWS and USFS LEOs.  

Everyone I know that has transferred says ""I get paid more to do less work"".  Being paid in 

""Sunsets"" is wrong and we are losing good rangers because of it.  If we want our rangers to be 

professionals, then we need to start treating them like professionals.  We need to stop asking 

rangers to ""Do more with less"" and start supporting/funding/training rangers to be the true 

professionals that they are.  I have never read or been told what our mission is as Rangers.  Each 

park has a different idea of what a ranger does and how they do it.  We can fall back on 

“Conserving the scenery and the natural and historic objects and the wildlife therein…” but 

honestly, what is expected of a NPS Law Enforcement Ranger?  I look forward to the future of 

the NPS and what it means to be a Law Enforcement and Emergency Services Ranger.   I would 

not trade any of my seasonal or permanent time in the NPS for anything, but we have to figure 

out who we are and what we are doing. 

Meaningful training....  The latest Law Enforcement study on training is that in 4 years of High 

School, kids have more training for their sport of choice than the average law enforcement 
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officer gets in their whole career.  All to often we are handed our badge, gun and car and told to 

go out and patrol the Park.  I watch this with our seasonal work force continually.  The 

justification is that we ""need coverage"" and ""Management frowns on having Rangers team up 

when on patrol"" because it ""looks like over the top law enforcement""....   We need to - as an 

organization  - cut the PC crap and realize that managements decisions to ""look good to the 

public"" inherently put us at more risk in some situations.  The biggest hang up to training is 

availability to train and budget to allow employees to train.  Management will say that we need 

coverage and not allow the training to happen or allow the Ranger to attend training.  If the 

Ranger has the time to train, then there is no budget money to send the Ranger to training or pay 

for the salary for when the Ranger is away from the Park.  I have applied to several training 

events, only to be denied because it conflicts with the Park schedule, or there was no money to 

send me to training.  There are many expectations as to what we should be trained in.  The reality 

is that unless the job mandates the training, the Park will grudgingly only provide what is set 

forth by policy.  Of course there is plenty of training opportunities if YOU PAY and go on 

YOUR TIME....  I am also disqualified/ineligible from participating in the GOAL Academy 

program - much to my dismay when I investigated the prospects last year....   It all comes down 

to Budget and the Park's perception of ""need""...  If what you want to do does not fall inside 

those two parameters, you are on your own..... 

I'm currently the Acting Deputy Superintendent. I'm in this position because of my ability to 

work with people; being an active listener, having patience, ability to evaluate organizational 

behaviors, being truthful with others, knowing when to look ""stern"", etc. These skills sets were 

learned through years of experience, useful feedback, and by having supportive employees and 

supervisors, coupled with a strong sense of Mission and a passion for safety. I wish you and 

future leaders of VRP the same success and rewards. :-) 

Phasing out subject to furlough positions will save the park unit money in the long run. Instead 

of training an employee and having him/her leave the job for a permanent position because he is 

furlough is a cycle furlough parks can expect. This will result in less qualified/trained rangers 

working at these furlough parks. Not to mention their shifts often have to be back filled with 

overtime resulting in a net loss in both money and quality of work being done in the field. 
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Rangers should be required to go to FLETC every few years for two weeks of intensive basic 

training on ranger skills.  Also need more supervisory training.  NPS needs a structured mentor 

program for new chief rangers. 

We need more special agents and we need US Attorney Offices to take our cases seriously.    We 

need to train new LE supervisors.  We have FTEP for new rangers.  We need an FTEP for 11s. 

Career Law Enforcement Rangers have not be afforded professional development as it pertain 

the 6c retirement coverage and park staffing levels have placed many law enforcement rangers in 

life threatening situations. 

The majority of the training I have received has helped better my career and my life. While 

education is extremely important it is not like experience and focused training. 

I enjoy opportunities for personal and professional development. 

I am currently in a GS-4 position in wildland fire where I am personally responsible for a Type 

VI engine.  I have a vacant GS-5 position that will not be flown due to a hiring freeze.  There is 

no professional development for me at the moment.  I just came back from a GS-6 detail, but 

being paid as a GS-4.  I have the qualifications to take a GS-6 job, but do not have the time in 

grade as a GS-5 to qualify for GS-6 jobs.  This is why I am currently looking for jobs outside the 

National Park Service. 

Adding how well I feel the PARK is prepared in each of the areas is just as important as how 

well prepared I am. I feel I seek out additional training and knowledge that is important to me. 

The park has not done a good job at preparing everyone to succeed in being a Park Ranger. 

Leadership is an issue for all of NPS.  Employees get promoted and THEN go through 

supervisory training.  More training/details are needed.  Nothing is worse than a VRP leader that 

is from a generalist background and is also a weak supervisor/leader. 

Thank you 

The Seasonal Law Enforcement Academy system is weak.  There needs to be a streamline 

system to ensure that all academy students are being taught the same techniques and principles.  

There appears to be a disconnect between what is being taught from academy to academy.      

Also, FLETC and the FTEP program need to be more stringent with who is successfully deemed 

fit for this type of work.     Furthermore, the initial hiring process takes too long and the selection 
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criteria for the readiness and abilities to perform federal law enforcement is weak.  The NPS 

needs to implement better background investigations to include psychological reviews and 

polygraphs. 

The biggest complaint about training that I have is the fact that if it is computer based there are 

so many graphics or videos, some of which require different players than others, so that I either 

have to skip the videos or have our park IT person download them for me. Sometimes due to her 

busy schedule i can't then return to training for a week or more. A simplified, streamlined web 

accessed site would be wonderful. If you could ask our vendors to use only one video player for 

the training and then roll out that player nation wide it would be a big help. 

Please don't forget the need for cross training. Conflict within the park may be avoided if there is 

a good understanding of what each group needs/wants. 

think there should of been a comment section at the end of every section. The questions were 

closed ended mostly like the ones that you use to get the answers that they are looking for. 

In addition to interp chief, I am also the parks (3 parks) SUP coordinator, CUA coordinator, and 

Fee manager, so I assume that's why i got this survey. I also participate in IMTs, SAR, and 

CISM.. but am not ""LE"" -so hopefully my answers don't skew major results for those 

categories. 

Having to be a Jack of all trades means mastering none of them. 

Employee Health and Wellness sub-competency is defined as: Employees are motivated to 

maintain a healthy and fit lifestyle, and understand the relationship and importance of personal 

health and wellness to family, friends, and a work/life balance.  This is the biggest problem with 

the NPS Law Enforcement Program - supervisors do not see the need for a schedule which 

enhances life outside work and therefore increases work productivity. 

It is nearly impossible to acquire meaningful training and professional development in my 

current position.  With current budget cuts, there is almost no money for training.  What little 

money is available can only be used for required training to maintain current certifications.  My 

small division currently consists of myself, my Chief, and three other field rangers.  We have 

two vacant positions that management won't fill because of budget cuts.  With so few people for 

coverage, even if the opportunity is available to attend meaningful new training or continue my 



NPS ~ Visitor and Resource Protection ~ Education & Training Needs Assessment ~ 2014 

 

  ~  Page 490  ~  

 Use Navigation Pane to move about electronic document   

professional development through a detail into a temporary promotion, I am unable to take 

advantage of it.  I'm only allowed to attend details or non-mandatory training if I'm on my days 

off and, generally, only for comp time. 

n/a 

The core issue is a set of entrenched agency values.  Education will do little to change the agency 

until these values are addressed.  There are people in the world that don't care about the mission 

of the NPS.  The best way to make sure our resources are protected is to create an environment in 

which the certainty of apprehension keeps behavior in line with accepted norms.    However, we 

continue to apologize when our law enforcement officers do their jobs.  We promote risk averse 

people who are far more concerned about their next job than making substantive improvements 

at their current job, especially if any of the needed changes are seen as risky.  Our managers tend 

to ""talk a good game"" but are unable or unwilling to deliver results.  They fail to communicate 

effectively with field personnel and then wonder why their results aren't as expected.    Until we 

stop apologizing for doing the right thing and are willing to hire supervisors for their ability to 

lead instead of manage, we will never progress. 

The NPS would do well to incorporate their seasonal staff into training for: procurement, search 

and rescue,   emergency dispatch, and wilderness management. 

A major problem that needs to be dealt with is the ProRanger Program. This is a program that is 

poorly conceived and run which is causing a great deal of problems in the NPS. Enrolled 

members to this program are not trained to a high enough standard and lack motivation. They 

lack motivation because they are given a guaranteed job after making it through the fairly easy 

program. The influx of graduates of this program into our parks is downgrading our ability to 

properly do our job of protection of resources and the public.     The NPS has an internship 

intake called the ""ProRanger"" program which is ran out of two colleges in the US (San 

Antonio, TX, and Temple University in Philadelphia, PA). Students of these colleges are chosen 

for the internship which offers a paid summer training for 3 years followed by being placed in a 

seasonal academy (NPS also pays for this training and pays the enrolee). Upon graduation, these 

students are given a guaranteed permanent position in a NPS park (without competition). Each 

college is graduating about 10 rangers each year. With a guarantee job, these new rangers must 

be provided a position and often they are filling vacant positions that would normally be offered 
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as a competitive lateral transfer to current rangers. Chief Rangers have been told that any vacant 

position must be first offered to a ProRanger graduate. The original idea of the program was to 

provide rangers to parks that have had difficultly filling positions. These parks tend to be urban 

parks in Philadelphia, Boston, and St. Louis. However, these parks are now full and have no 

openings. Now, these new ProRanger employees are being placed in other parks throughout the 

country. Some parks that have no vacant positions have actually created positions to be filled 

with these graduates, even with current budget constraints and hiring freezes.     We need to take 

a serious look at this program. It is attempting to fill a need that is non existent. We never have 

problems with interest in filling LE Ranger jobs. We are spending an enormous amount of 

money during a bad budget crisis for a program that is not producing positive results for the 

individual or the NPS as a whole. 

High quality professional training is paramount to maintaining a high quality and professional 

work force. 

One of the greatest values offered in this field is the diversity of training and experience.  

Unfortunately, it seems such opportunities are often limited to those of value to the unit and not 

to the development/career of the employee.  I feel the responsibility of the career development of 

the individual employee rests with the employee. I also believe a leader in a supervisory position 

should identify and assist in developing competency in areas which are valuable to an employee 

beyond their current responsibilities. 

We have continued to be cut back in our funding to the point that we can not effectively do our 

jobs and conduct adequate training for our new staff.  Seasons are shortened to the point that we 

can not commit funding for the seasonals to conduct additional training in SAR, Fire or LE at the 

local level, without leaving districts unstaffed or greatly under staffed when the training occurs.  

We must get the funding back to the point that we can conduct training and have adequate 

staffing levels that we are not so understaffed.  My staff has gone from 31 employees down to 10 

this summer.  You can not adequately get the job done with low staffing and funding, nor 

continue to develop your future staff. 

We all just wasted more taxpayer money with this as I don't believe anything will change.    

HOW BOUT THEM DAWGS! 
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Basic Leadership is a major skill set we are lacking.  Without basic leadership there is lack of 

accountability and trust and ..... 

In my experience, if you have personal ambition, and either a supportive (or more likely 

overwhelmed / absent) supervisor it is possible to develop the ksa to succeed across disciplines 

in the NPS and be useful to the agency in a variety of ways. Absent these criteria, VRP is the 

most dead-end career in the NPS. Training alone will not get us out of this rut. Almost all of us 

are engaged in a daily battle with problems, emergencies, investigations and deadlines which 

must be addressed immediately. Just about the only truly strategic decisions I make are the hiring 

decisions for PFT Rangers. Recruitment of intelligent, ambitious, well rounded people who can 

see the big picture and are willing to move, might just carry us through to a time when we as an 

agency choose to make meaningful investments in developing the current VRP work force. 

Thank you, more seasonal positions should be STF 

Most of these questions have very little to do with my position. 

Last survey (employee survey) was supposed to be confidential, but that was not the case.  I 

await if this will be?  I am currently working on completing the park's LENA, and I can say that 

it will be more of the same but what differs is that prior to my time.  This park had one Chief 

Ranger, one Perm F/T Ranger, one Perm STF Ranger and a seasonal, and is was very difficult to 

meet the demand for LE services in the park.  Currently, there is only one Chief Ranger and one 

Seasonal Park Ranger (LE) so there is no opportunity for meaningful training, professional 

development, and education except for the required/mandatory LE training requirements.    Once 

I felt part of a forward moving organization, but today I just maintain until I am done. 

The underlying challenge with attaining good developmental opportunities in the gov't at this 

time is directly related to limited travel dollars and travel ceiling.  The more developmental 

opportunities are developed for on-line and self-paced type studies, the greater our chances at 

receiving professional development accross the board for our employees at all levels.  Sometimes 

for protection rangers the best and most meaningful training opportunities are hands-on type 

classes.  It seems societal demands for standardization and compliance with a wide diversity of 

codes demands skills and knowledge base from our employees at a level far in excess of the 

agency's ability to provide commensurate training and development. 
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National Trails are unique to the NPS system and often the questions posed cannot be 

comfortably responded to since they are framed within the perspective of the typical park. 

I think we should comprehensively prepare our leaders for leading - by having leadership, 

supervisory, management class in a comprehensive program stepping up beginning with basic 

supervision and progressing to Superintendent's academy.  This should be nationwide not each 

person go out and find something that fits.  That would demonstrate a real commitment to 

providing quality leadership in the NPS as our baby boomers continue to retire 

Law enforcement support for the two parks I manage is provided by another park and by 

City/County. 

After going through this survey, I did not see anything as it relates to customer service.  I tend to 

think we all need to receive basic instruction in customer service, we need to practice the service 

in our name. 

At my park Fire and RVP are separate divisions with very little crossover. While EMS and SAR 

are responsibilites that belong to the LE RAngers, they are  unprepared to take on those 

challenges. When  Fire personnel VOLUNTEER to take them on (an are approved by the 

Superintendant), the Chief Ranger denies this. In a world of shrinkin budgets and reduced staffin 

possibilities, we MUST be prepared to accept traditional Ranger functions  (except law 

enforcement) being conducted by non-LE staff. 

More executive training, competencies, and best business practices have to be provided to senior 

VRP managers to effectively and professionally manage the human, cultural and natural 

resources. 

I would like to see more opportunities for good leadership training and leader development. 

With the new programs the park service has put into place over the last two years people are still 

learning the system as it keeps changes.  IMARS, FBMS, FMSS and other programs.  It was 

hard when everything was changed all at the same time.  It is hard to get to the training with the 

travel budgets that are in place.  The service what the new systems but does not have the funds to 

get the people to the training. 

Opportunity to attend leadership/supervisory training 
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Training is neglected, both L.E. and resource/ARPA. I think this survey had a lot to be desired in 

the questions, which will slant your results. 

One last thought on leadership that I forgot to mention in my earlier rant: The NPS needs to 

develop a systematic process for choosing (hiring) upper level leaders in the rangering field, such 

as chief rangers.  We get it right fairly often, and that's terrific.  However, I've seen folks 

promoted to chief ranger positions who have never been in a leadership role before (or 

supervisory position).  The result of this is that these folks end up supervising...wait for 

it...supervisors!  Yet they themselves have never supervised anyone prior to this appointment.  

This is a disastrous equation: A person who's never supervised is now supervising someone who 

has been supervising for some time, perhaps years.  That means the person being supervised by 

the chief ranger has more years' experience supervising people than his or her supervisor does.  

This represents a level of ridiculousness that borders on comedy, but it's too serious to be funny.  

As an agency, we must find a way to require our upper level ranger leaders to have a certain 

degree of leadership experience before we place them in such hugely-important leadership roles.  

I understand that a person has to have SOME leadership position serve as his or her first 

leadership role, but that first one should never be at the division chief level.  Having trouble 

believing our agency would allow something so ludicrous to happen?  Trust me...it's happening. 

Sorry for sounding so negative about some of this stuff...I'm actually a very positive, content, 

motivated employee, and I see a lot of good being done throughout the Service.  But I see lots of 

room for improvement, so I've tried to outline some suggestions in this survey.  A thousand 

thank-yous for giving us this opportunity.  Now...please....go out and fix some of the things that 

need fixing.  Thank you. 

The best thing we can do for our employees is ensure that training, particularly safety, officer 

safety and operational leadership is demonstrated AT ALL LEVELS and employees have 

accountability 

This survey is not asking the right questions.  How well prepared and how important?  Well, 

sure, most of those topics are important, but why not ask more specific questions about our 

situation?  For example, the parks law enforceement program, our supervisor's leadership skills, 

are we supported if we make arrests, things like that.  The problem with these surveys, is that 

nothing ever changes anyway.  It's just a waste of time because no one  in upper management is 
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willing to make the hard decisions to make the necessary changes for the improvement of the law 

enforcment operations in the NPS.  It's a very politically correct survey....we need to really get 

down to the root problems in our law enforcement programs in each of the parks.  We need a 

survey that asks the tough questions. 

Many of the questions ask about how well prepared I am for a particular topic.  I feel that I am 

very well prepared in most realms because of initiative on my part and could say that for many of 

the rangers that I work with.  However, it should be noted that there are probably many rangers 

in the field who completely disagree having a lower preparedness level and I would challenge 

these folks to find out their initiative.  There is much opportunity in the park service to fulfill all 

of these competencies and training for such but unless it is mandated to keep a particular 

certification either by annual evaluation ( red card status, EMT status requirements, LE 

requirements to keep commission, etc.) it is unlikely that you will find initiative in these folks 

who lack preparedness.  Therefore, mandating requirements in each of these levels and 

mandating supervisory required training with core leadership values ingrained so that our 

supervisors can and will step up to preparing and challenging those with less initiative. 

The questions specific to each of the competencies were pretty broad and kind of ridiculous so I 

chose to answer N/A for many of them.     This agency asks its Rangers to be good at everything.  

This basically makes them good at nothing. The agency survives because, in the busier areas, the 

employees are extremely high quality and put in immense personal effort.  In the quieter areas, 

nothing serious happens. Specialization is what every other agency has gone to.      For example, 

I am one of the leading team members on what is considered one the most advanced technical 

and helicopter rescue programs in the country, if not the world.  However, rescue is one of my 

four or five collateral duties.  Operations that take on high risk deserve a full time staff with a 

full time focus.  That is how you promote excellence and it is also how you prevent major 

catastrophes.      This agency does not like to consider itself a law enforcement or emergency 

services agency.  Therefore, they are not willing to provide the focus and support that those 

programs truly need to function correctly and safely.  They are too busy being caught up in 

superficial politics. 
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LE his becoming so specialized that it is beginning to loose sight of the NPS mission.  ""making 

cases"" writing tickets numbers means more to some than the mission and education when 

dealing with minor violations. 

There are not enough training opportunities for field rangers. Supervisors won't let employees go 

and administration says there is no money. 

Thank you for giving me the opportunity to take this survey.  Our AD's support in helping all 

VRP employees, regardless of job series, with career development and enhancement is greatly 

appreciated. 

I would like to see a more formalized program for ensuring employees have opportunities to get 

developmental training.  I feel that has been lacking for most of my career. 

The national and regional offices need to make training and employee retention a priority! With 

budget cuts and all that is coming our way.  You NEED to keep the folks you have. 

This is great. We need standardized compentiencies, and leadership training for supervisors and 

managementstaff. 

I am a division head.   Leadership above me actively engages in making decisions regarding 

training and experience opportunities for my staff that should be left to me.    My staff spends 

much time on collateral duties that are not included in this list of core competencies which 

erodes their competence in the areas they need to excel at when called upon to perform in the 

areas of Law Enforcement and E.M.S.      Tight budgets have made getting training much harder 

as have travel restrictions. 

There is a huge disconnect between the individual NPS units and the ""bigger picture"" of 

working within a National Park System.  I have seen Park Superintendents manage their 

individual NPS Unit in a ""vacuum"" and make decisions that do not favor the ""greater good"" 

for NPS Law Enforcement on the broader National Park Service ""national level.""  More often 

than not; there are NPS Superintendents with the philosophy of ""My priority is to manage this 

NPS Unit only and not to look at the bigger NPS picture."" This is a huge fault of some Park 

Superintendents.  This management style directly impacts the ability of employees at those NPS 

units to attend ""meaningful"" training beyond the annual minimum policy requirements.  (such 

as the NPS RM-9 40 hours of annual law enforcement skills refresher training)  There are 
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instances at the local NPS unit level where there is little to no support from some Park 

Superintendents for employee ""professional development.""  (even when the Employee 

Development Plan is submitted and reviewed by a direct supervisor.)  Typically, this 

management style or behavior is consistent with Park Superintendents that have little to no 

""employee management or leadership skills.""   More often than not, the majority of Park 

Superintendents have ""program management skills"" rather than ""employee management 

skills.""   These type of Park Superintendents display limited commitment to reasonable 

""employee training"", ""employee professional development"", and ""employee education.""  

There needs to be a significant ""culture change"" for Park Superintendents that moves them 

away from the ""I'm the program manager of this NPS unit"" to ""I'm a leader of a group of 

dedicated men and women who are committed to public service and a strong belief in the ideals 

of the National Park Service.""  There was an incident within that last three years when a GS-14 

Supt. denied ""advanced law enforcement training"" that was being paid by an ""outside the park 

benefiting account"" simply because ""the employee was too valuable to the park's operation."" 

(even when four NPS LE Rangers were on the work schedule for this training time period at 

smaller operational NPS unit).  The Park Superintendent made the ""no"" decision to 

""meaningful training"" paid by an ""outside the park benefiting account"" based on 

""subjective"" conclusions rather than ""objective"" facts.  This type of Park Superintendent 

management style at the local NPS units directly impacts the ability of lower grade level 

employees taking law enforcement training, professional development, and education. However, 

it should be noted that there are individual NPS LE Rangers that formulate plans to conduct 

""inexpensive"" & ""meaningful training"" to get the job done outside of the Park 

Superintendent's decision making process.  For instance ""Use of Force"" training labs and 

practical exercises in a closed area of the park.  There are many examples of employee's thinking 

""outside of the box"" to make ""meaningful training"" happen.  There needs to be more 

accountability for Superintendents and their decisions. 

The NPS needs to front load the training at the beginning of the officer's career so they have the 

tools necessary to be more effective in the field.  Also a structured uniform training program 

should be implemented so all officers have access to the training, not just the few select that are 

picked off of a nomination form. 
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VRP field staff are well trained to do their ""job"", but once you move to supervision, there is a 

vacancy of any training or development. There is a plethora of projects, program management, 

policy, SOP, Jurisdictional compendiums, etc, that are ALL missing from our program. It's 

because supervisors generally can't just figure those things out. We need to be taught where to 

start. Personally, I'm struggling. There is little to no assistance. If there is assistance, I don't know 

where to look. I feel this is a common problem in parks. No one wants to admit it, so they just let 

their derelict programs continue. 

Formal program to train CDSOs and promote growth of Safety Officers. 

As Federal Law Enforcement Officers we should not be referred to as Park Rangers.  This 

confuses the public as to what authority we have as Law Enforcement Officers/Police.  This 

makes our job unsafe since it confuses the public and does not convey us as ""Law 

Enforcement.""    Also our Journey level of GL-09 does not match our skill set and education 

requirements.  In our position we are expected to have a large range of varied skills (Law 

Enforcement, EMS, Fire, Search and Rescue, etc,)  and be very proficient all of them.  We are 

also required to have a degree and many of us have graduate degrees.  GL-09 journey level does 

not reflect the requirements of our job.  It should be at least GL-11 to match our required skills 

and education levels.  Thank you. 

We just need to start having it, I always hear talk of training but when it comes down to it we 

never have funds or enough ppl for coverage. I am disappointed with the amount of training I 

have received with the NPS, but I love my job so I keep fighting the good fight! 

Leadership training that empowers employees at all levels. 

I feel strongly that all prospective Ranger candidates favorably complete a pre employment 

physiological exam as well as polygraph as a condition of employment. 

Please please please evaluate the way enforcement is looked at in the NPS.  Don't continue to 

make that mistake that the LE occupation is like any other in the service, it is not, nor should it 

be continually compared as such.  The only occupation that a Law Enforcement Rangers should 

be compared to is their city/state police counterpart, to fail to do so jeopardizes the lives of those 

of us that are honored to serve you.  There is a double standard that exists in the NPS 

management, they believe that we are somehow different that our civilian peers, I feel I must 
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remind the reader that we are No Different, criminals see us as the same.  The only true 

difference is we are killed and injured at a higher rate.  As for training, professional 

development, and education...  It is my belief (after 21 years of LE military/civilian/fed) that 

NPS Rangers should integrate themselves as much as possible with there state and local partners, 

attending and hosting joint training.  We should also quit trying to change terminology as it 

relates to enforcement in an attempt to soften the image.  This paradigm shift will not be easy, 

but it is necessary to ensure the safety of our visitors, employees, resources, and enforcement 

personnel.  Outside of taxs and death, there is one more certainty, life and this world are always 

changing, lets make changes for as the world is, not as it should be. 

The NPS and this division needs massive improvement 

This survey didn't get down to the nuts and bolts of the job like I thought it would (quality of 

training, management to do the job, tools/equipment, uniforms, schedules, 

radio/IMARS/technology etc. .  The survey seemed high level, so I hope to see a more detailed 

survey in the future. 

It is difficult to remain an expert in so many diverse fields when manpower is at such a low level.  

We are being asked to do so much, but then not enough time to maintain, let alone excel at, our 

required proficiencies. 

Those of us in the field are mostly on our own. The limited staffing means we do not have 

adequate personnel to deal with the workload in a timely manner. Management talks about 

limiting the workload but is not able to when high priority incidents occur. Also, with 

advancements in our field, it is difficult to get the time and money for training beyond the 

required hours. 

It would be a great experience to have aviation leadership detail opportunities with in VRP back 

in D.C 

I believe that the NPS should have a leadership academy for any employee that has been 

permanent for more than 10 years and mandate that the employee attends this academy 

somewhat like the military has Non Commissioned Officer school for employees that have been 

in the service for a certain amount of years or are prospective leaders. 

Great survey - well done. 
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Currently I am working for fire management, but want to make the transition to law 

enforcement, Park Ranger. will the Park Service Pay for my training this winter to go to the 

Seasonal Park Ranger academy at Santa Rosa Junior College? I am a permanent subject to 

furlough employee, and i am hoping to lateral over to LE once completed with the program this 

spring.  Thanks 

1.  This l sounds great, but we continue to be expected to do more with less staff, money, and 

time.    2.  iMars is the worst thing to happen to our park.   Perhaps it would be easier if we had a 

dispatch who could populate the form in advance of writing a report.  Anyhow due to the 

unfriendly interface and time consuming nature of iMars, our park staff has failed with 

documenting incidents would have normally been documented..  Additionally quality time has 

been lost in the field due to how long it takes to input one report, such as a citation or written 

warning. 

Continuing educational units are essential to maintain my credentials and recent budget cuts have 

made me be creative in my search for self funding these educational requirements.  The NPS has 

been generous with allowing me time to attend local training to full fill these requirements.  

Attending national conferences has not been met in recent years due to budget and travel 

restrictions. 

I don't think much of surveys. The is a lot misinterpreted in them and they don't usually ask 

pertinent questions and questions are interpreted the same by people filling out the forms. Very 

rarely do the people have the background to understand the answers to the questions. Talk to 

people individually and listen then compile a report that someone has to read as opposed just 

looking at the graph.Lots more comments but that would be a conversation. 

Offer a Community Academy or ride alongs to teach non VRP employees more abut VRP.     

Make sure VRP doesn't get the God complex that screws up doctors at times.    Don't spend all 

your time and money on DHS / Active Shooter other issues that happen rarely but make the 

news.     Allow all Rangers to wear years of service and other commendation pins on their 

uniform. 

I feel that Park Rangers are grossly unprepared for today current work environment. I feel that a 

broader based understanding of park operations is critical for Division success. No longer do 

V&RP staff understand what it takes to be a critical need within the park. 
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I think this is a valuable tool to use when determining what aspects of NPS goals are important, 

but it should not be limited to VRP. Many of the questions asked in this survey dealt directly 

with work force and visitor safety, it would be interesting to expand this out to the larger work 

force and see how responses vary between divisions on those types of questions.     As for 

training and professional development, being relatively new to the park service in a permanent 

capacity, I feel this is an area in which I could do more to improve my own professional 

development. I think its up to the individual to seek out training opportunities and build a skill 

set which benefits their park and more importantly helps achieve mission or operational 

objectives. There are opportunities, such as webinars available at no cost to improve knowledge 

of wilderness preservation and stewardship, which I have not yet taken advantage of. I think this 

is largely due to the fact that we have been short staffed and there are simply not enough hours in 

the day to allow me to explore those types of opportunities. 

We need an adequate budget for all related training (SAR, EMS, ICS, etc, both initial and 

continuing education/training) request to be approved for professional development which 

translates to public/resource safety and service. 

It is bad to see the NPS loosing so many well qualified employees due to the mandatory age 57 

retirement. Many of those I have seen pushed into retirement can still pass the PEB and are in 

much better physical condition than many of their younger counter parts half their age. Would 

really like to see a change with this issue. We are hurting ourselves as an agency with the 

knowledge and loss of these individuals.  If there is a mandatory age retirement it should be 

pushed back to age 59 or 60. I am currently 53 and have recently scored higher in the PEB than 

two co-workers ages 26 & 30.  The health and wellness that you spoke of in the survey is taken 

seriously by many of us and then once they reach the age of 57 are pushed out the door. Most 

state and local law enforcement agencies have no mandatory age requirements for retirement as 

long as they can stay fit physically and mentally. The Park Service should address this issue and 

seriously consider a change to this before the strong knowledge base of those in their 50's are 

pushed out the door. 

There is a vast difference between what is needed of the job I perform, and what the described 

job needs are. Rangers in general are often required to achieve results in fields where no specific 
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training has been made available. We are problem solvers, not bounded or assisted by 

professional development. 

Most of the less than well prepared answers I gave have mostly to do with administrative 

shortfalls and lack of funding.  I would be fully prepared to meet all requirements of the job if I 

had the administrative support I need and the tools to do the job.  It amazes me that we have 

learned so many lessons from all the employee deaths over the years, but have done nothing to 

mitigate those issues that have been identified as critical (ie. better radio coverage, better 

training, better equipment, less collateral duties) 

I encourage us to consider folding our Wilderness Training into the NPS corporate training 

system.  20 years ago Arthur Carhart NWTC was created to serve an interagency need.  The need 

is still there.  It is a great model of efficiency.  They need to be a part of the corporate approach, 

and not sitting off alone, hoping for annual funds.  We need long term commitment. 

Overall, the park and especially the LEADERSHIP in our park is exemplary!  Yes, policies, 

personal health programs, and IMARS are undeniable problems keeping us chained to our 

desks/computers rather than out in the field, then even worse: killing our efficiency and 

effectiveness when we ARE patrolling, but I genuinely applaud our upper management and hope 

they can somehow address the concerns I raised. 

NO 

None Thanks 

none 

I'm a true believer in the use of Individual Development Plans and work with my staff to achieve 

desired career development. Recent fiscal concerns have reduced the ability to help my staff 

achieve their goals. I think my ratings of the survey questions would have been higher if my past 

supervisors would have used the IDP to help steer my career and secondly, working in small 

park, not having so many assigned or collateral duties that I could focus on being the best in my 

primary position, supervising the law enforcement, resource protection and emergency services 

program. 

It would be great to see NPS re-activate its OPM SES Candidate Core Competency 

Training/Certification 
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Two things that need improvement in the NPS, Leadership, Accountability 

What's the point?  With sequestration, the NPS has whittled down training to only those 

mandatory courses for us to maintain our current competencies.  We cannot pursue additional 

competencies. 

In general I find that the NPS is resistant to change....we must learn to embrace and look for the 

best change whether it be from within or forced upon us. 

A formal training process for entering supervisory positions would be very helpful. 

N/A 

In my park we need the incident command system for both law enforcement and fire fighters we 

also need better training on the dispatch procedures 

We need to focus on sound protection ranger skill sets and practices and shed the overwhelming 

amount of administrative burdens. LE, SAR and EMS needs to be the protection ranger's sole 

focus. Not maintenance, not adminstration, not IT etc. And not logistics. Having poor skills in 

LE,SAR and EMS will result in the loss of life of the public and officers/ rangers. Protection 

Rangers are spread to thin with collateral and meaningless duties that take away from our 

primary purpose. Protection Rangers need focus!!! Lives depend on it! Safety depends on it! 

There also needs to be specific leadership development for protection rangers to supervise 

protection rangers effectively and promote safety and well being. If this was the case there would 

be less attrition with in the protection ranger ranks and better Protection Ranger programs and 

more satisfied protection employees. 

Thanks for asking. 

Most of what was covered is is highly important, though regarding dispatching, we know how to 

deal with most of it as it applies to Dispatchers, as opposed to LE. 

Thank you for the opp. for me to provide feedback. 

Psychological screenings should be included in the hiring process of law enforcement personnel 

While much of this is well and good, the biggest obstacle to most competencies is that too much 

is demanded of our time and there is not enough personnell to effectively manage most of what 

we do.  In the end everyone is strung out, frazzled and burned out.... 
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I think we need to work to develop our firefighters and build more cross-training of disciplines in 

the NPS so that folks have the ability to advance their careers while staying in this service.  Its 

hard to move across disciplines or to move to the Superintendent level.  There is no plan for 

working your way to that level 

http://rangerfop.com/wp-content/uploads/2012/06/Second-Century-Rangers1.pdf 

94b. How well prepared are you to integrate best practices and lessons learned into park 

programs.    The NPS needs to do a better job of sharing finds or employees are unable to learn 

any lessons. 

More training/professional development opportunities for seasonals, or geared towards 

seasonals, and how to become permanent. 

It all depends on your Supervisory staff on whether you get training opportunities or not. 

Supervisors need to allow their employees to maintain training certificates and attend training 

that will aid in their professional development. All parks require different KSA's, and without 

maintaining and obtaining these KSA's, we are left stagnant in one position at one park. This 

needs to change! 

Leadership development is of primary importance in my opinion. 

The level of ""Preparedness"" reflected in the survey can and will be slightly misleading for 

portion of rangers.  My level of ""Preparedness"" is higher because I took it upon myself to 

further develop those skills and abilities ON MY OWN, and not because the NPS has prepared 

me.    A fair amount of other rangers would say the same.  We went above and beyond because 

our lives are on the line and we have a desire to be the best we possibly can be.  If the question 

was ""Has the NPS prepared you to...."" then most of my answers would be 3 or below.  The 

NPS does next to nothing to develop the professional careers of LE Rangers after FLETC and 

more rangers are being killed as a result!  The NPS as an agency does not view us as real federal 

law enforcement officers and that is made clear in the agencies lack of support for continued skill 

development.  How many brothers/sisters do we have to bury before we are taken seriously! 

In the position of Law Enforcement Park Ranger, there are many other Rangers that don't look at 

this job as Law Enforcement.  If we are going to do law enforcement as an Agency we need to 
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do law enforcement and be prepared for it.  There are to many on the law enforcement side that 

should just convert to interp. 

The Park Service continues to do studies and evaluate its programs, but nothing ever changes.  

They do not use mistakes in the LE or SAR field to promote better learning if it makes the NPS 

look bad.  There are numerous incidents that would be beneficial to be reviewed, but the NPS 

covers them up and don't allow Rangers to talk about them or don't spread the information 

service wide to instructors for learning.  The seasonal program for law enforcement also needs to 

be evaluated.  There are names on the cert lists every year that should not even be commission-

able.  The park service is afraid to document and prevent this individual from being employed. 

Instead of asking how well prepared one is to conduct or complete those tasks, this survey should 

be asking how often they are conducted and if the field employee has the support to complete 

them. 

This was a bit lengthy! 

This survey was too long. I found myself not caring what the questions were even asking by the 

end. 

training is always needed 

The NPS needs to work better at incorporating divisions within units.  VRP divisions rarely work 

with RM personnel and vice versa, creating knowledge gaps between individuals.  More and 

more, we have law enforcement who are experts at SWAT tactics, but have little knowledge of 

the resources they are supposed to be protecting and interpreting for the average park visitor.  

Resource managers are also getting more distant from working with visitors and working 

knowledge of the inner workings of their park staff. 

Please do not mandate one sizes fits all training, approve/contract 3 courses, allow each park to 

offer the course(s) they like the best 

Sequestration has really crippled us and has basically doubled our work load. I do not feel like I 

have time to do my job correctly or well. I have had many training opportunities but if I don't 

have time or staff necessary to cover basic park needs, the training does not mean anything. 

Ranger's are in need of strong competent and ethical leadership from their supervisors, 

coworkers, and management. With this support thier professional development will begin with 
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on the job training just by observing what should be done. Educate by sending us to leadership 

courses prior to becoming managers.   Offer specialized tracks for officers for rescorce 

managment or backcountry or front country and not seperate the cultures of east and west 

rangers.  We all wear green and grey.     Treat others as you which to be treated, with respect, 

with a smile and have a plan in your head to survive and win any confrontation! I work in a park 

where I can still be a generalist ranger as a primary leo. I do more law enforcement than the front 

country rangers in the other district. It is officer safety first! And it is the motivaiton and morale 

of the individual ranger that matters. Society has changed us, my head is always up and alert, but 

it is posible. I see good rangers new and worn becoming poor examples due to the system of 

poor management constantly beating them/us down. It hurts the entire service the future of the 

service.    Thank you for providing this forum, it gives hope that changes are being sought. 

This is a very important endeavor to sustain and grow the next generation of VRP employees. 
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APPENDIX G - Employees with a Grade Level (12 and above) (Management) and Employees 

with a Grade Level 11 or Below (Field) 
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Table G-1.  Perceptions of Core Competency Importance Among Visitor and Resource 

Protection Employees (Management vs. Field Employees) 
 

Visitor and Resource Protection Importance 
Management Means 
(7=Extremely Important, 

1=Unimportant) 

Field Means 
(7=Extremely Important, 

1=Unimportant) 

(i1)  How important is Law Enforcement to your 

current position? 

6.05 6.07 

(i3)  How important is Resource Protection to your 

current position? 

6.37 6.02 

(i5)  How important is Emergency Management to 

your current position? 

5.92 5.81 

(i7)  How important is Visitor and Employee Health 

and Safety to your current position? 

6.17 5.65 

(i9)  How important is Leadership to your current 

position? 

6.54 5.81 

(i11)  How important is Visitor Service and Public Use 

Management to your current position? 

5.56 5.22 

(i13)  How important is Project/Program Management 

to your current position? 

5.65 4.47 

(i15)  How important is Wildland Fire and Aviation to 

your current position? 

4.62 4.41 

(i17)  How important is Structural Fire to your current 

position? 

4.32 3.44 
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Table G-2.  Perceptions of Sub-Core Competency Importance Among Visitor and Resource 

Protection Employees (Management vs. Field Employees) 

 

Visitor and Resource Protection Importance 

Management Means 
(7=Extremely Important, 

1=Unimportant) 

Field Means 
(7=Extremely Important, 

1=Unimportant) 

(i19)  How important is Natural and Cultural Resource 

Protection to your current position? 
5.70 5.61 

(i34) How important is Backcountry Management to 

your current position? 
4.35 4.23 

(i53)  How important is Incident Management to your 

current position? 
5.95 5.85 

(i57)  How important is Emergency Medical Services 

(EMS) to your current position? 
4.56 5.03 

(i63)  How important is Search and Rescue (SAR) to 

your current position? 
4.40 4.77 

(i69)  How important is Emergency Communications 

and Dispatching to your current position? 
5.55 5.93 

(i73) How important is Public Health to your current 

position? 
4.84 4.61 

(i77) How important is Visitor Safety to your current 

position? 
6.02 6.11 

(i86) How important is Employee Safety to your current 

position? 
6.47 6.31 

(i92)  How important is Employee Health and Wellness 

to your current position? 
6.19 5.95 

(i96)  How important is Leadership to your current 

position? 
6.59 5.96 

(i105)  How important is Special Park Use Management 

to your current position? 
4.92 4.52 

(i111)  How important are NPS Regulations to your 

current position? 
6.22 6.08 

(i114)  How important is Project Management to your 

current position? 
5.12 4.05 

(i122)  How important is Use and Management of 

Technology to your current position? 
5.49 4.64 
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Table G-3.  Preparation/Importance Gaps in Visitor and Resource Protection Sub Core 

Competencies (Management vs. Field) 

 

 

Competencies* 

Management Field 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Natural and Cultural 

Resource Protection 

5.67 4.41 -1.26 5.88 4.35 -1.53 

Backcountry 

Management  

5.75 4.53 -1.22 5.84 4.35 -1.50 

Incident Management 6.39 5.52 -0.87 6.31 5.21 -1.10 

Emergency Medical 

Services (EMS) 

6.57 5.72 -0.85 6.60 5.86 -0.73 

Search and Rescue 

(SAR) 

6.63 5.73 -0.90 6.56 5.44 -1.11 

Emergency 

Communications and 

Dispatching 

6.16 5.54 -0.62 6.12 5.45 -0.68 

Public Health 6.41 5.03 -1.38 6.18 4.63 -1.54 

Visitor Safety 6.20 4.97 -1.23 5.80 4.66 -1.15 

Employee Safety 6.45 5.44 -1.01 6.26 5.45 -0.80 

Employee Health and 

Wellness  

6.27 4.90 -1.37 6.13 4.81 -1.14 

Leadership 6.61 5.60 -1.01 6.51 5.53 -0.97 

Special Park Use 

Management  

6.25 5.03 -1.22 6.01 4.74 -1.26 

NPS Regulations 6.43 5.67 -0.76 6.38 5.71 -0.67 

Project Management 6.19 4.92 -1.27 5.92 4.34 -1.58 

Use and Management 

of Technology 

6.12 4.08 -2.04 5.52 3.29 -2.23 

 
1
 This is the mean of the mean importance for all technical competencies 

2
 This is the mean of the mean preparation for all technical competencies   
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Table G-4.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Natural and 

Cultural Resource Protection (Management vs. Field)  

Competencies* 

Management (N=150) Field (N=401) 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Natural and Cultural Resource Protection 5.67 4.60 -1.10 5.88 4.35 -1.53 

(g20) Knowledge of those natural, cultural, and 

paleontological resources that are 

impacted by visitor use activity or illegal 

behaviors? 

5.67 4.76 -0.91 6.08 4.67 -1.41 

(g21) Knowledge of special provisions/ 

allowances (e.g. enabling legislation, 

special regulations, etc.)? 

5.85 5.13 -0.73 5.71 4.71 -1.01 

(g22) Understanding of and ability to apply 

federal and state resource protection laws, 

case studies, policies, and special 

authorities (e.g. forfeiture, criminal and 

civil cost recovery actions, etc.) such as 

ESA, CERCLA, ARPA, PSRPA (19jj), 

etc.? 

5.80 4.54 -1.30 5.88 4.18 -1.67 

(g23) Knowledge of threats to resources from 

illegal activities and damaging visitor 

behaviors (e.g. resource theft, vandalism, 

impacts from camping, climbing, etc.)? 

6.11 5.39 -0.70 6.41 5.44 -0.97 

(g24) The ability to demonstrate comprehensive 

knowledge of resources that are 

threatened by commercial value and 

developing markets (e.g. medicinal plant 

or archeological commercial marketing, 

poaching, looting, etc.)? 

5.68 4.62 -1.04 5.96 4.46 -1.49 

(g25) The ability to apply specialized 

enforcement techniques to effectively 

identify, apprehend, and prosecute 

resource violators and to prevent further 

degradation? 

5.92 4.74 -1.27 6.19 4.45 -1.75 

continued…/ 
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Table G-4.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Natural and 

Cultural Resource Protection (Management vs. Field)  

Competencies* 

Management (N=150) Field (N=401) 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

(g26)  The ability to provide resource education 

of special audiences (e.g. violators, 

external cooperators, special use groups, 

etc.)? 

5.42 4.85 -0.59 5.85 4.78 -1.07 

(g27)  The ability to apply specialized resource 

crime scene investigation techniques (e.g. 

ARPA, field forensics, evidence 

preservation, mapping/diagramming, 

etc.)? 

5.68 4.27 -1.52 5.83 3.89 -1.94 

(g28)  The ability to work within an 

interdisciplinary team to conduct risk 

analysis to prioritize resource threats, 

plan and implement mitigation strategies, 

(e.g. physical security, site hardening, 

setting public use limits, applying 

targeted enforcement strategies, etc.)? 

5.81 4.71 -1.11 5.86 4.24 -1.59 

(g29)  Knowledge of and ability to incorporate 

current inventory and monitoring and 

other research into protection strategies 

for threatened park resources? 

5.40 4.11 -1.30 5.67 3.73 -1.92 

(g30)  The ability to evaluate public use patterns 

and behaviors and to modify or establish 

regulation and policy to mitigate resource 

impacts? 

5.75 4.31 -1.48 5.92 4.09 -1.84 

(g31)  The ability to work in cooperation with 

external cooperating agencies and other 

stakeholders to protect resources at risk 

across their range? 

5.97 5.04 -0.97 6.11 4.46 -1.66 

continued…/ 
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Table G-4.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Natural and 

Cultural Resource Protection (Management vs. Field)  

Competencies* 

Management (N=150) Field (N=401) 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

Mean 

Importance
1
 

Mean 

Preparation
2
 

Mean 

P-I Gap 

(g32)  The ability to evaluate research and 

science project proposals aimed at better 

understanding threats to resources at risk 

from, at least in part, illegal and visitor 

use behaviors? 

5.04 3.87 -1.21 5.34 3.62 -1.71 

(g33) The ability to exhibit basic knowledge of 

social behaviors and outdoor recreation 

psychology as they influence parks and 

park resources, and the ability to apply 

that knowledge to address changing 

visitor needs and behaviors? 

5.29 3.99 -1.33 5.57 4.13 -1.41 

 
1
 This is the mean of the mean importance for all technical competencies 

2 
This is the mean of the mean preparation for all technical competencies 
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Table G-5.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Backcountry 

Management (Management vs. Field)  

Competencies* 

Management (N=70) Field (N=185) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Backcountry Management 5.75 4.53 -1.22 5.84 4.35 -1.50 

(g35)  The ability to interpret and implement 

specific regulation, legislation, and 

policy related to managing visitor use 

of the backcountry? 

5.90 4.92 -0.99 6.18 5.01 -1.17 

(g36)  The ability to communicate with 

backcountry users and implement 

education tools and techniques? 

5.90 5.06 -0.88 6.32 5.27 -1.05 

(g37)  The ability to conduct inspections and 

report on permit/authorization 

compliance issues? 

5.82 4.83 -1.03 5.87 4.88 -1.00 

(g38)  The ability to inventory, monitor and 

manage visitor use and impacts 

affecting natural and cultural resources 

in backcountry areas? 

5.64 4.10 -1.59 6.17 4.49 -1.70 

(g39)  The ability to work effectively with 

resource management specialists to 

determine inventory and monitoring 

needs for all natural, cultural, and 

paleontological resources and to 

collaborate externally as needed? 

5.84 4.79 -1.06 5.94 4.48 -1.46 

(g40)  The ability to exhibit knowledge of 

future trends in backcountry uses, 

including an understanding of how 

changes in society and technology, 

carrying capacities and management 

actions may influence the backcountry 

experience? 

5.70 4.09 -1.62 5.91 4.06 -1.88 

 

continued…/ 
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Table G-5.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Backcountry 

Management (Management vs. Field)  

Competencies* 

Management (N=70) Field (N=185) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

(g41)  The ability to develop and interpret 

backcountry policy and 

implementation strategies? 

5.89 4.60 -1.28 5.93 4.44 -1.49 

(g42)  The ability to analyze and assess 

proposed legislation and regulations 

that would affect long-term 

backcountry management and 

benefits? 

5.69 4.00 -1.69 5.59 3.79 -1.82 

(g43)  The ability to coordinate with other 

agencies and cooperators in the 

management of backcountry? 

5.60 4.71 -0.91 5.65 4.21 -1.43 

(g44)  The ability to determine when to 

coordinate with agency attorneys and 

who to contact? 

5.90 4.81 -0.97 5.16 3.62 -1.58 

(g45)  Knowledge of related sciences and 

professional disciplines, such as 

ecology, botany, fire management, air 

quality protection, wildlife and 

fisheries management, soil science, 

range management, and cultural 

resources, as they interface with public 

use of the backcountry? 

5.51 4.30 -1.21 5.73 4.24 -1.48 

(g46)  The ability to compile, analyze, and 

use natural and cultural resource data 

when making short and long term 

program planning recommendations? 

5.55 4.20 -1.37 5.64 3.74 -1.90 
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Table G-6.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Wilderness 

Management and Backcountry Skills (Management vs. Field)  

Competencies* 

Management (N=244) Field (N=668) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Wilderness Management 3.96 3.75 -0.34 3.94 3.59 -0.33 

(g48)  The ability to perform Wilderness 

Management in your current position? 
3.96 3.75 -0.34 3.94 3.59 -0.33 

Backcountry Skills 4.04 4.65 -0.56 4.53 4.90 0.35 

(g51)  The ability to perform Backcountry 

Skills in your current position? 
4.04 4.65 0.56 4.53 4.90 0.35 

 

 

Table G-7.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Incident 

Management (Management vs. Field)  

Competencies* 

Management (N=174) Field (N=441) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Incident Management 6.39 5.52 -0.88 6.31 5.21 -1.10 

(g54)  Knowledge of the Incident Command 

System (ICS) and the Department of 

Interior (DOI) incident qualifications 

system and their application to all-

hazard incidents? 

6.39 5.59 -0.81 6.52 5.51 -1.00 

(g55)  Knowledge of incident planning needs 

for use in preparedness, resources 

required, and knowledge of post 

incident evaluations to apply lessons 

learned? 

6.47 5.57 -0.90 6.29 5.29 -0.99 

(g56)  The ability to identify and address key 

issues associated with incidents at the 

local, regional, and national levels 

including situations requiring urgent 

action? 

6.32 5.40 -0.93 6.12 4.83 -1.30 
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Table G-8.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Emergency 

Medical Services (Management vs. Field)  

Competencies* 
Management (N=82) Field (N=317) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Emergency Medical Services (EMS) 6.57 5.72 -0.84 6.60 5.86 -0.73 

(g58)  Knowledge and understanding of the 

Emergency Medical System and how 

to activate it? 

6.55 6.15 -0.37 6.68 6.16 -0.52 

(g59)  The ability to track and report EMS 

activities and documentation of patient 

care in accordance with the standards 

of the National Park System? 

6.12 5.06 -1.06 6.27 5.25 -1.01 

(g60)  The ability to evaluate overall scene 

safety including Body Substance 

Isolation precautions to ensure 

personal safety? 

6.69 6.07 -0.62 6.74 6.25 -0.49 

(g61)  The ability to provide initial first aid, 

CPR, and Automated External 

Defibrillation to provide appropriate 

treatment within established protocols 

and to facilitate higher level of care 

(i.e. advanced life support) when 

needed? 

6.75 5.84 -0.85 6.82 6.25 -0.57 

(g62)  The ability to coordinate a park unit 

EMS program including maintaining 

EMS equipment and staff in a state of 

readiness and where applicable work 

with external providers? 

6.73 5.46 -1.28 6.50 5.41 -1.08 
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Table G-9.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Search and 

Rescue (Management vs. Field)  

Competencies* 

Management (N=71) Field (N=265) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Search and Rescue (SAR) 6.63 5.73 -0.90 6.56 5.44 -1.11 

(g64)  The ability to perform tasks using risk 

management as a Search and Rescue 

(SAR) team member? 

6.67 5.97 -0.68 6.55 5.69 -0.84 

(g65)  The ability to perform independently 

as a skilled SAR team member 

without close supervision involved in 

tasks with moderate hazards? 

6.35 5.65 -0.71 6.52 5.59 -0.92 

(g66)  The ability to manage a search 

incident for a missing person? 
6.63 5.71 -0.91 6.61 5.37 -1.23 

(g67)  The ability to apply effective risk 

management techniques in Search and 

Rescue (SAR) operations? 

6.81 5.93 -0.88 6.65 5.60 -1.03 

(g68)  The ability to effectively coordinate a 

Search and Rescue (SAR) program 

including team and equipment 

readiness, reporting, and continuing 

education? 

6.67 5.37 -1.31 6.49 4.95 -1.52 
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Table G-10.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Emergency 

Communications and Dispatching (Management vs. Field)  

Competencies* 

Management (N=142) Field (N=467) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Emergency Communications and Dispatching 6.16 5.55 -0.61 6.12 5.45 -0.68 

(g70) The ability to use general radio and 

emergency operation terminology and 

procedures terminology (e.g. medical, 

law enforcement, SAR, etc.)? 

6.33 6.01 -0.32 6.60 6.25 -0.35 

(g71) The ability to record all significant 

events occurring during your shift? 
6.19 5.63 -0.55 6.24 5.82 -0.44 

(g72) The ability to manage media contacts 

during an incident within established 

guidelines, and adapt knowledge to 

unique situations? 

5.96 5.00 -0.96 5.51 4.27 -1.24 

 

Table G-11.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Public Health 

(Management vs. Field)  

Competencies* 

Management (N=94) Field (N=239) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Public Health 6.41 5.03 -1.39 6.18 4.63 -1.54 

(g74) The ability to recognize and report 

potential public health hazards or 

problems? 

6.58 5.18 -1.40 6.61 5.30 -1.30 

(g75) The ability to collaborate with staff 

resources, including NPS Office of 

Public Health (OPH) and other 

agencies, to respond to public health 

issues? 

6.47 5.24 -1.23 6.02 4.35 -1.66 

(g76) The ability to manage security 

parameters for vital public utility 

systems where applicable? 

6.18 4.67 -1.54 5.90 4.24 -1.67 
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Table G-12.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Visitor Safety 

(Management vs. Field)  

Competencies* 

Management (N=175) Field (N=492) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Visitor Safety 6.20 4.97 -1.23 5.80 4.66 -1.15 

(g78)  Knowledge of staff roles and 

responsibilities for visitor safety, risk 

management, and tort claims? 

6.25 5.32 -0.94 
5.95 

 
4.95 -1.01 

(g79)  The ability to create and implement 

visitor safety policies, a park safety 

plan and lead or coordinate with the 

park safety committee as applicable to 

your park unit? 

6.16 5.06 -1.11 5.69 4.60 -1.09 

(g80)  The ability to recognize and respond 

to hazardous conditions or unsafe 

visitor behavior and document 

decisions that impact visitor safety? 

6.58 5.48 -1.10 6.47 5.64 -0.83 

(g81)  The ability to collect and manage 

visitor safety data? 
5.81 4.44 -1.38 5.22 4.10 -1.11 

(g82)  The ability to conduct root cause 

analysis and apply lessons learned to a 

safety program? 

5.97 4.44 -1.55 5.48 4.03 -1.45 

(g83)  The ability to collaborate with internal 

and external safety specialists on a 

range of visitor safety issues? 

5.95 4.81 -1.15 5.25 4.08 -1.18 

(g84)  The ability to investigate or assist in 

the investigation of a serious visitor 

incident or near misses? 

6.35 5.05 -1.31 6.22 4.95 -1.28 

(g85) The ability to integrate safety, health, 

and wellness into operational 

programs? 

6.51 5.16 -1.33 6.12 4.91 -1.21 
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Table G-13.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Employee 

Safety (Management vs. Field)  

Competencies* 

Management (N=207) Field (N=522) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Employee Safety 6.45 5.44 -1.01 6.26 5.45 -0.80 

(g87)  Knowledge of employee roles and 

responsibilities for adherence to 

occupational health and safety 

policies? 

6.30 5.25 -1.07 6.15 5.23 -0.91 

(g88)  The ability to perform work safely 

including using proper personal 

protective equipment? 

6.82 6.16 -0.65 6.77 6.23 -0.54 

(g89)  The ability to apply principles of best 

safety practices (including Job Hazard 

Analysis (JHA) and Operational 

Leadership (OL), and other risk 

management tools? 

6.41 5.66 -0.74 6.10 5.50 -0.60 

(g90)  The ability to apply OSHA 

requirements? 
6.16 4.62 -1.53 5.84 4.63 -1.20 

(g91)  The ability to recognize and respond 

to hazardous conditions or unsafe 

visitor behavior and appropriately 

document decisions that impact visitor 

safety? 

6.57 5.52 -1.04 6.42 5.68 -0.74 
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Table G-14.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Employee 

Health and Wellness (Management vs. Field)  

Competencies* 

Management (N=186) Field (N=461) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Employee Health and Wellness 6.27 4.90 -1.37 6.13 4.81 -1.14 

(g93)  The ability to apply NPS health, 

wellness, and fitness programs? 
6.52 5.29 -1.22 6.44 5.24 -1.19 

(g94)  The ability to integrate best practices 

and lessons learned into park 

programs? 

6.28 4.95 -1.32 6.08 4.85 -0.74 

(g95)  The ability to design, implement, and 

evaluate a health and wellness 

program? 

6.02 4.47 -1.56 5.86 4.35 -1.49 
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Table G-15.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Leadership 

(Management vs. Field)  

Competencies* 

Management (N=216) Field (N=481) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Leadership 6.61 5.60 -1.00 6.51 5.53 -0.97 

(g97)  The ability to treat others with 

courtesy, sensitivity, and respect. The 

ability to consider and respond 

appropriately to the needs and feelings 

of different people in different 

situations? 

6.67 6.22 -0.45 6.56 6.26 -0.30 

(g98)  The ability to identify and analyze 

problems; weigh relevance and 

accuracy of information; generate and 

evaluate alternative solutions; make 

recommendations? 

6.70 5.94 -0.75 6.62 5.86 -0.76 

(g99)  The ability to inspire and foster team 

commitment, spirit, pride, and trust. 

The ability to facilitate cooperation 

and motivate team members to 

accomplish group goals? 

6.72 5.65 -1.07 6.63 5.54 -1.09 

(g100)  The ability to understand and 

appropriately apply principles, 

procedures, requirements, regulations, 

and policies related to specialized 

expertise? 

6.48 5.40 -1.08 6.50 5.42 -1.08 

(g101) The ability to hold self and others 

accountable for measurable high-

quality, timely, and cost effective 

results. Have competence determining 

objectives, setting priorities, and 

delegating work (if applicable). The 

ability to accept responsibility for 

mistakes and comply with established 

control systems and rules? 

6.75 5.64 -1.11 6.62 5.55 -1.08 

 

continued…/ 
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Table G-15.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Leadership 

(Management vs. Field)  

Competencies* 

Management (N=216) Field (N=481) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

(g102)  The ability to persuade others; build 

consensus through give and take; gain 

cooperation from others to obtain 

information and accomplish goals? 

6.47 5.47 -1.00 6.29 5.33 -0.96 

(g103)  The ability to encourage creative 

tension and differences of opinions. 

The ability to anticipate and take steps 

to prevent counter-productive 

confrontations. The ability to manage 

and resolve conflicts and 

disagreements in a constructive 

manner? 

6.47 5.18 -1.29 6.33 5.11 -1.22 

(g104)  Skills in developing the ability of 

others to perform and contribute to the 

organization by providing ongoing 

feedback and opportunities to learn 

through formal and informal methods? 

6.64 5.33 -1.28 6.51 5.20 -1.29 
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Table G-16.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Special Park 

Use Management (Management vs. Field)  

Competencies* 

Management (N=98) Field (N=218) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Special Park Use Management 6.25 5.03 -1.21 6.01 4.74 -1.26 

(g106)  Knowledge of special park uses as 

defined and required by law, 

regulation, and policy? 

6.42 5.25 -1.17 6.24 5.08 -1.16 

(g107)  Knowledge of special park use 

permitting process? 
6.29 5.27 -1.04 6.01 4.92 -1.09 

(g108)  The ability to monitor permitted 

activities for compliance with permit 

terms and conditions? 

6.39 5.35 -1.05 6.17 5.28 -0.90 

(g109)  Knowledge of other NPS permit 

programs (e.g. RPRS, CUAs, 

NAGPRA)? 

5.84 4.40 -1.37 5.78 4.18 -1.57 

(g110) The ability to manage special park use 

program, including developing park 

permit process, cost recovery 

procedures, and guidelines for 

appropriate use? 

6.30 4.89 -1.40 5.83 4.26 -1.57 
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Table G-17.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding NPS 

Regulations (Management vs. Field)  

Competencies* 

Management (N=183) Field (N=476) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

NPS Regulations 6.43 5.67 -0.80 6.38 5.71 -0.67 

(g112)  Knowledge of types of jurisdiction and 

NPS enforcement responsibility? 
6.54 5.85 -0.72 6.49 5.90 -0.60 

(g113)  Knowledge of the hierarchy of laws, 

regulations, policies, and rulemaking 

process? 

6.32 5.48 -0.87 6.26 5.52 -0.73 
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Table G-18.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Project 

Management (Management vs. Field)  

Competencies* 

Management (N=113) Field (N=146) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Project Management 6.19 4.92 -1.30 5.91 4.34 -1.58 

(g115)  The ability to demonstrate knowledge 

of NPS best business management 

processes and practices? 

6.12 4.57 -1.59 5.71 4.11 -1.59 

(g116)  Knowledge of existing agreements 

relevant to a park unit and their effect 

on project/program management? 

6.18 4.84 -1.32 6.00 4.30 -1.70 

(g117)  The ability to draft, review, and as 

appropriate, finalize project and/or 

program proposals for submission? 

6.09 4.87 -1.22 5.93 4.38 -1.53 

(g118)  The ability to evaluate and report 

progress, adjust workloads, track costs 

and make necessary adjustments? 

6.25 5.15 -1.12 6.03 4.54 -1.49 

(g119)  The ability to identify obstacles 

including environmental, fiscal and 

liability issues that impact project 

management and completion? 

6.21 5.07 -1.18 6.04 4.39 -1.65 

(g120)  The ability to communicate with and 

analyze input from stakeholders, 

cooperators, and partners so that they 

understand and support the projects? 

6.35 5.13 -1.23 5.86 4.51 -1.35 

(g121)  Knowledge of NPS planning 

processes, including compliance 

requirements? 

6.12 4.79 -1.41 5.88 4.14 -1.75 
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Table G-19.  Preparation/Importance Gaps in Visitor and Resource Protection Competencies Regarding Use and 

Management of Technology (Management vs. Field)  

Competencies* 

Management (N=131) Field (N=217) 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Mean 

Importance1 

Mean 

Preparation2 

Mean 

P-I Gap 

Use and Management of Technology 6.12 4.08 -2.01 5.52 3.29 -2.23 

(g123)  Knowledge of technology based 

systems utilized by VRP (e.g. project 

definition and funding systems like 

FMSS, PMIS, and FBMS etc.)? 

5.71 3.70 -2.05 4.95 2.86 -2.08 

(g124)  The ability to insure that project 

actions comply with all legal 

requirements? 

6.59 4.55 -2.02 5.96 3.61 -2.37 

(g125) The ability to partner with technology 

professionals to ensure maximum 

efficiency in support of programs, 

processes, and services? 

6.17 4.34 -1.83 5.79 3.62 -2.18 

(g126)  The ability to comply with the 

Administrative Procedures Act? 
6.02 3.73 -2.15 5.37 3.06 -2.29 

 


